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Dedication 
The Myeni Family and  
“Nannies” all over the world 
Allow me the opportunity to confess, in all honesty, that my career life could never have 
been realised without the support of Jutaita Khuki Myeni. Jutaita came into my life in 
1988, the same year we were married, and my husband was sent off to perform his 
then compulsory military duties. I was alone at home and never had the slightest inkling 
about becoming a domestic goddess, but Jutaita filled the role to perfection. Not only 
can I honestly say she was the reason the house we lived in became a home, but she 
also contributed greatly to the fact that my marriage survived the early years: With a 
perfectionist husband and me being a sloppy housewife, she bridged the divide and 
ensured I could focus solely on my career. When my son was born in 1994, she 
stepped in and became his second mother. While I was building my corporate career, 
Jutaita taught my son to walk, to eat hearty, healthy meals and be respectful and loving 
towards all. When my daughter was born, she balanced two children, a clean house 
and allowing me to come home after a long day at work to a cooked meal to spend 
quality time with my children. She was the ultimate peace of mind any career woman 
could wish for. 
When Jutaita retired in 2010, she handed over the baton to her eldest daughter, 
Thandi. Thandi was born in the same year as I and she was sophisticated and bright, 
with an incredible work ethic. I could not help but wonder what she could have become 
had it not been for the atrocities of the Apartheid system. Thandi too slipped into the 
role of domestic worker with great ease, and she provided an even more effective 
support system. Reflecting today, I wonder if I could not have done more to give Thandi 
an opportunity to excel outside of our home. 
This opportunity was given to Thandi’s brilliant daughter, Sindy. After completing her 
school career, Sindy lived with us in Pretoria while studying at a tertiary education 
institution. She successfully completed her diploma and then went back to the family 
hometown, Volksrust, where she obtained a good position in which she later 
progressed to become a manager. 
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In the course of 2018, Thandi fell ill and chose too to retire to Volksrust. When Jutaita 
died in 2019, my whole family attended the funeral. It was a very sad day, but it was 
clear that Jutaita was deeply loved by many and had played a significant role in her 
community and church. It was also clear that Sindy had taken over the role of family 
matriarch: She was taking care of Thandi, her own children, her half-brothers and half-
sister’s children, her cousin’s children and Jutaita’s little orphaned dog. She had no 
support system while at work, but she juggled the balls with perfection. 
The Myeni family has been part of our lives for 32 years. My greatest wish is to dedicate 
this work to them. It is the least I can do. They are an example to me, and I am deeply 
indebted to the many years and long hours of commitment they displayed to enable 
me to function. The greatest uphill battle of my life (this PhD) pales into insignificance 
when considering their effort and commitment to me. It is definitely the least I can do. 
While conducting the interviews for this study, many participants too mentioned the 
support they received from their “nannies” (the word they chose to use). I slowly started 
grasping the critical role these women play in our society. As the long road stretched 
before me on one of the trips back from Lesotho to South Africa, I started realising how 
privileged I indeed have been to have had such a loving support system. I started 
dreaming of erecting a beautiful statue of a “nannie” somewhere to commemorate the 
value these women play in our society. As I was nearing the completion of this PhD, I 
realised I not only had the opportunity to bring tribute to the Myeni family but to nannies 
wherever they might be in the world. 
Figure 0.1 
Powerful Myeni Women: Jutaita, Thandi and Sindy 
Note. Researcher’s own photographs  
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Abstract 
There is a critical need for effective leadership in Africa, and all the possible leadership 
talent needs to be developed to ensure a bright future for the continent. This implies a 
need to develop leadership talent amongst women but, as research on women in 
management in Africa is sparse, a gap in knowledge exists. 
The main objective of this study was to explore the requirements for leadership 
development of women in Lesotho’s financial sector (LFS). The researcher adopted a 
social constructivist paradigm and, therefore, used a qualitative, phenomenological 
research design approach. The first theoretical framework synthesises extant literature 
to develop a theoretical Women Leadership Development Framework that includes a 
Leadership Competency Development Triangle. This served as input to conduct, semi-
structured interviews with 17 women, purposefully selected, in management positions 
in LFS. 
The main findings of the study were that cultural beliefs, expectations and practices 
are barriers to women in management in LFS, and that life as a woman in management 
in LFS is both challenging and exciting. Participants identified their personal 
development needs as women, as well as specific needs related to the African context, 
Lesotho and the financial sector. Strategies for successfully overcoming barriers and 
challenges are presented. These include building and displaying competence, working 
hard/smart with passion, building support networks at work and at home, the 
importance of stepping up to the plate and educating a wider audience on gender 
equality. Participants shared valuable leadership development interventions, what their 
organisations are doing, and what more can be done to support and develop leadership 
amongst women in management. 
Integrating the theoretical framework and combining it with the primary data obtained 
via the semi-structured interviews, led to the development of two additional 
frameworks: The first framework contains a three-dimensional presentation of the 
Role-players and Required Actions in Developing Leadership Amongst Women in 
Management in Lesotho’s Financial Sector, and the second is The Road Map to 
Leadership Development of Women in Management in Lesotho’s Financial Sector. 
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This study thereby contributes to the body of knowledge about African women’s 
leadership practices, with special emphasis on women in the financial sector. An 
understanding was gained of how women lead and how they have managed to 
progress through the ranks in LFS. This research leads to a deeper insight into the 
barriers, expectations and requirements of women operating in LFS context, which will 
assist organisations to provide valuable leadership development learning solutions to 
women in management in LFS. 
Recommendations are made to individual women in management, organisations, 
family members, broader society, government and women’s organisations on how 
these role-players can support the development of women leadership in LFS. 
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GLOSSARY OF TERMS 
360-Degree Feedback 
This valuable feedback tool for leaders is also known as multi-rater or multi-source 
feedback and provides leaders with information related to on-the-job behaviour and 
the impact of such behaviour. Feedback is obtained from managers, co-workers, sub-
ordinates and friends and could be used to enhance self-awareness and focus 
attention on areas needing development (Fleenor et al., 2020).  
C-Suite  
The C-suite refers to the group of positions held by the senior executives who head up 
an organisation. The letter “C” refers to the word, “chief” that often precedes the 
function the specific executive leads, for example, chief financial officer, chief 
marketing officer or chief executive officer (Bloomenthal & Anderson, 2020). 
Executive Positions 
Positions filled by employees with executive responsibilities, reporting directly to the 
CEO. Executives have decision-making powers that impact the whole organisation 
(Drucker, 2017). 
Financial Sector 
The financial sector forms part of the overall economy and contains firms and 
institutions that provide financial services to commercial and retail customers. It 
includes banks, investment funds, real estate, and insurance companies (Kenton, 
2019). 
Gini Index 
Italian statistician, Corrado Gini, developed the Gini index in 1912. It is a statistical 
measure of distribution and is used to gauge economic inequality amongst a 
population. Gini indices vary between 0 and 1. A Gini index of 0 represents perfect 
equality, and 1 represents perfect inequality (Chappelow & Westfall, 2020). 
xviii 
Glass Ceiling 
Glass ceiling is a political term used to describe the unseen, yet unbreachable barrier 
that keeps minorities and women from rising to the upper rungs of the corporate ladder, 
regardless of their qualifications or achievements (Hindle, 2009; Kagan, 2019; Wilson, 
2014). 
Immersion  
An immersion is a learning experience that exposes leaders to different contexts, 
situations, cultures and geographies by living, working and studying in different 
environments. It can contribute to the leader’s development of business knowledge 
and create an understanding of the cultural, political and economic issues and how to 
respond effectively to the challenges in these environments (Al-Halawachy, 2019; 
Jessy, 2014). 
Interventions 
Intervention is a generic term used for procedures or techniques designed to interrupt, 
interfere with or modify an ongoing process. It can be used to disrupt maladaptive 
behaviour patterns (Reber & Reber, 2009). In this research, interventions include 
courses, conferences, seminars, workshops, coaching and mentoring, Women’s Day 
celebrations, and awareness campaigns used to change gender paradigms and 
stereotypes and develop women in leadership. 
The Labyrinth 
The glass ceiling metaphor was challenged as it presents the image of a once-off 
blockage somewhere high up in the organisation, whereas the phenomenon reflects 
more the idea of a labyrinth with a whole series of obstacles along the way (Ayman & 
Korabik, 2010; Eagly & Carli, 2019; Hindle, 2009; McDonagh & Paris, 2012). 
Lesotho 
The Kingdom of Lesotho is a mountainous, landlocked country completely surrounded 
by South Africa, about 30 000 km2 in size, with a population of over 2 145 000 
(Integration Initiatives, 2014; World Bank, 2020; Worldometer, 2020). Figure  contains 
a map showing the landlocked country of Lesotho. 
xix 
Figure 1.1  
The Southern African Region, Including the Landlocked Country of Lesotho 
 
Note. “Map of Southern Africa regions”, 2007, by N. Roux and Shaund, 2007, Wikimedia 
Commons (https://commons.wikimedia.org/wiki/File:Map-Africa-Southern_Africa-
Regions.png). In the public domain.  
Managers 
A manager is responsible for a unit in an organisation and gets results through people 
(Mintzberg, 2013). 
Organisation 
Organisations are defined as “stable associations of persons engaged in concerted 
activities directed to the attainment of specific objectives” (Bittner, 1965, p. 239). In this 
research, an organisation is defined as “a social unit of people with a management 




The Southern African Development Community (SADC) is an inter-governmental 
organisation with the objective of furthering socio-economic cooperation and 
integration in the southern African region. It also aims to further political cooperation 
and security amongst its 16 member states (Schenoni, 2017). 
Senior Management Positions 
Managers in senior management positions operate on a more strategic level, manage 
managers and are often responsible for managing total functions or departments 
(Indeed, 2020). 
Sub-Saharan Africa 
Sub-Saharan Africa (SSA) is a geographic term indicating the physical separation 
between north Africa and the rest of Africa. SSA excludes the five north African 
countries, Algeria, Egypt, Libya, Morocco and Tunisia (Tapon, 2018). 
Top Leadership Positions 
In this research, the term refers to the chief executive officer (CEO) and executive team 
members (one level below the CEO position). 
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CHAPTER 1   
INTRODUCTION AND CONTEXTUAL BACKGROUND 
1.1 Introduction 
Women in Africa face huge challenges and, therefore, need to step up to the leadership 
plate. At the Women Advancing Africa conference (2017), Graça Machel, wife of the late 
Nelson Mandela, urged women to take their rightful place in Africa’s “second liberation”. 
She asserted that: 
“Our first liberation was for political freedom and led by men. Our second liberation 
should be the social transformation, economic emancipation of women and all 
those left behind. Women must reimagine what the future of Africa will be and 
redesign the systems that govern us. One without violence and war, one at peace 
and where our wealth is shared equitably and develops the human potential of all 
Africans” (Naidoo, 2017, p. 1). 
This study explores leadership development for women in Lesotho’s financial sector to 
contribute towards developing women leadership in Africa. Women’s economic potential 
is diminished by the enormous challenge of accessing finance, productive resources such 
as owning land and property rights, as well as establishing networks to grow business 
(AFAWA, 2020). Enabling African women to fully participate in the economy will improve 
their earning potential, help families move out of poverty and contribute to the overall 
economy (Ernst & Young, 2011). Wachira (2018) believes that financial empowerment 
and inclusion are keys to combatting social marginalisation and improving family 
wellbeing. Committed leadership and a concerted effort are required from banks and 
lending services to facilitate access to financial resources for women (Wachira, 2018).  
Chapter 1 serves as an introduction to the study. It addresses the contextual background, 
explores more detail concerning Lesotho, Basotho women in the workplace, and the 
country’s financial sector. It unpacks key concepts of leadership, and the differences 
between management and leadership, leader development and leadership development. 
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It concludes with a discussion covering the expected research contributions and the 
thesis structure. 
1.2 Contextual Background 
Women are perceived as the cornerstone of African economic development as they are 
the key contributors to food security on the continent (Farmer’s Weekly, 2016). 
Compelling evidence suggests that, when the status of women is elevated, agricultural 
productivity is increased, poverty is reduced, and nutrition is improved (SOFA Team & 
Doss, 2011). Evidence suggests of women’s participation in the labour force causes an 
increase in growth and development and shows higher yields and higher levels of return 
on human capital and education (Verick, 2014; World Bank, 2009). Women entrepreneurs 
in Africa are also considered to be the backbone of economic growth, driven by a desire 
to provide for their families (AFAWA, 2020; Mastercard, 2018). They provide 
approximately 70% of agricultural labour and produce about 90% of all food on the African 
continent (Abass, 2018; Ipsos, 2016; Naidoo, 2017). 
Nkomo and Ngambi (2009) stated that the full leadership potential on the continent needs 
to be developed and employed to lead organisations and institutions to prosperity. Africa 
cannot afford to disregard the talent of 650 million women (Nkomo & Ngambi, 2009; 
Worldometer, 2019). Ibeh and Debrah (2011) believed that the significant problem in 
developing Africa is the tendency to continuously discount millions of potentially talented 
women in managerial roles. The systematic relegation of women’s educational and 
capacity development needs is based on misguided traditional values and gender-based 
prejudice (Ibeh & Debrah, 2011). 
African women cannot necessarily be considered a homogenous group (De Kock, 2011). 
Yet the cultural, social and economic context in which women in Africa operate shapes 
the way they lead themselves and how others perceive their leadership (De Kock, 2011). 
The way gender equity and leadership are perceived in the Eurocentric context may be 
very different in Africa and care should be taken by African women not to idealise the 
Western concept of leadership (De Kock, 2011). 
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Seventy per cent of African women are working primarily in the informal employment 
sector (McKinsey & Company, 2010), predominantly in the agricultural sector (67.9%), 
with 26.4% in services and 5.8% in industry (ILO, 2016). Ipsos (2016) reported that 89% 
of African women are the decision-makers or co-decision-makers for household 
purchases. Women in Africa are more active in the economics of the continent than 
women elsewhere in the world (African Development Bank, 2015). The gender gap in 
labour force participation for sub-Saharan Africa (SSA) is the lowest in the world (ILO, 
2016). In 2014, 64% of women in SSA participated in the labour force (World Bank, 2016). 
Unfortunately, only 57% of women in SSA above the age of 15 are literate compared to 
72% of men (UIS, 2017). 
Although women in Africa are active in the economy of the continent, they still face many 
barriers to benefitting from development and contributing fully to the economy (Punnett & 
Clarke, 2017). Throughout Africa, women are treated differently: They earn different 
wages, do not receive equal education, are not always treated equally before the law, 
and have unequal access to land, credit and infrastructure (African Development Bank, 
2015; Department of Trade and Industry, 2011). Working women experience male 
dominance, unsupportive husbands, inferiority complexes of husbands, subtle 
discrimination and gender stereotyping (Wallace & Smith, 2011). Working women also 
experience the double burden of having full responsibility for domestic duties in addition 
to their work responsibilities, and being seldom acknowledged by employers (McKinsey, 
2016). Gender differences in education, legal restrictions against owning land, child-
rearing and housekeeping, and working hours are still prevalent on the continent (Van 
Zyl, 2009). Women are perceived as less competent, and they are subjected to higher 
standards of performance (McKinsey, 2016). They are also stereotyped as emotional and 
too soft, and there is an emphasis on the need for women to be considered respectable 
(McKinsey, 2016). 
Established organisational policies and procedures, including recruitment and promotion, 
work against the advancement of women, despite a claim to be gender-neutral (Nkomo 
& Ngambi, 2009). In addition, the wage gap between male and female employees 
reinforces the view that women are less valued than males, even when the same work is 
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performed (Ernst & Young, 2011). As the African culture is built upon a 
hierarchical/patriarchal system, it causes a distinctive leadership dynamic and authority 
in the workplace (Phakeng, 2015; Vilakati et al., 2013). This could result in a black African 
man assuming a superior role over women in the workplace, irrespective of competence 
or level of authority (Vilakati et al., 2013). 
Phakeng (2015) describes black African women in leadership positions as “almost entirely 
invisible” and “becoming visible and staying visible” as highly challenging (p. 111). African 
women leaders are urged to persist, learn and connect and, in so doing, lower the glass 
ceiling for future generations (Phakeng, 2015). Although Africa’s private sector boasts the 
highest number of women in CEO, executive committee and board roles in the world, 
women are still outnumbered by men at all other levels (McKinsey, 2016). According to 
the World Bank Enterprise Survey (2010), in both the public and private sectors, only one 
in 26 salaried African women is employed in a senior management position, compared to 
one in every six men (The South African, 2014). Although there are concrete affirmative 
action measures in Africa, top decision-making positions still lack women’s representation 
(ILO, 2015b). In Africa, only 9% of senior managers and 5% of CEOs are women 
(McKinsey, 2016). 
1.2.1 Lesotho 
This research is focused on leadership development for women in management in the 
small mountainous kingdom in southern Africa called Lesotho. Lesotho is one of the least 
developed countries in Africa (UN, 2018b) and forms part of the Southern African 
Development Community (SADC, 2012). It is completely landlocked by and economically 
integrated with South Africa (World Bank, 2017). Lesotho is approximately 30 000 km2 in 
size, with an estimated population of 2145 million people (Worldometer, 2020). It is a land 
of graceful hills and rivers, where respect and humility are cherished virtues (Bereng, 
2010). 
Lesotho has the second-highest HIV prevalence rate in the world amongst adults (25%), 
with 59.7% of people living below the international poverty line (United Nations, Human 
Development Report [UN HDR], 2017; World Bank, 2017). In 2010, 77.28% of the 
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population lived on less than $3.10 per day (Roser & Ortiz-Ospina, 2019). In 2017, 49.7% 
of Lesotho’s population was considered to be poor (The World Bank, 2020). The country 
has a Gini coefficient (a measure of inequality) of 0.449 and ranks in the top 20% of 
unequal countries in the world (World Bank, 2020). Table 1.1 contains the key economic 
indicators for countries in the South African region (The World Bank, 2019). 
Table 1.1   
Key Economic Indicators for Countries in the Southern African Region 




Botswana 18,34 billion 7 961  3% 
Eswatini  4,472 billion 3 895  2.2% 
Lesotho 2,376 billion 1 118 -0,8% 
Mozambique 15,29 billion    504  2.3% 
Namibia 12,37 billion 4 957 -1,1% 
South Africa 351,4 billion 6 001  0,2% 
Zimbabwe 21,44 billion  1 464 -8,1% 
Note. The World Bank 2019. 
Table 1.1 illustrates the size of Lesotho’s economy compared with other economies in the 
SADC region. Lesotho has the lowest GDP and the second lowest GDP per capita in the 
region.  
Lesotho imports from South Africa 85% of the goods it consumes (CIA, 2019). Lesotho’s 
economy relies heavily on textile manufacturing, agriculture, regional customs revenue, 
and income from migrant labourers working in the mining industry in South Africa (CIA, 
2019). The government is Lesotho’s largest employer, while the biggest private employer 
is the textile and garment industry, employing approximately 36 000 Basotho (mainly 
women) (CIA, 2019). Clothing factories produce garments for export to South Africa and 
the United States of America (USA) and is currently the biggest exporter in SSA of 
clothing to the USA (Central Bank of Lesotho, 2012). 
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1.2.2 Basotho Women in the Workplace 
Socially and institutionally, the income and labour of women are often undervalued, and 
traditional patriarchal customs remain, with households and inheritances organised 
according to male lineage (United Nations Development Programme [UNDP], 2017). 
Women are paid less than men and work in jobs with a lower status (Doran, 2018). 
Women in Lesotho are considered to be severely marginalised: economically, socially, 
politically, and they need to play a greater role in diminishing these realities (Khumalo & 
Porter, 2012). Eighty-six per cent of men and women in Lesotho believe that the salary a 
woman earns, needs to be given to her husband (Morna et al., 2017). Seventy-four per 
cent of women participate in Lesotho’s labour force (The Global Economy, 2020) and 
most of the highly skilled workers are women (UNCTAD, 2012). 
Women are generally better educated than their male counterparts: 51% of girls complete 
secondary education as opposed to 36% of boys, and 60% of tertiary students are female 
(Nyamweda & Morna, 2019). However, women remain poorly represented in political and 
economic leadership positions (UNDP, 2017). According to the SADC Gender Protocol 
Barometer (2015), women occupy only 29% of economic decision-making positions 
compared to 71% of men (Genderlinks, 2015). No affirmative action policies are in place 
to afford women equal economic opportunities in Lesotho (SADC, 2015). 
The Southern African Development Community (SADC) consists of 15 countries, 
including Lesotho. The SADC Protocol on Gender and Development made a commitment 
in 2008 and 2011 to ensure that, by 2015, 50% of decision-making representation in the 
public and private sector will consist of women (Genderlinks, 2013). The 2018 SADC 
Gender Protocol Barometer, however, reported 26% female representation in parliaments 
in the region, and only 20% of economic decision-making positions being occupied by 
women, calling it a lacklustre performance (Genderlinks, 2018). Regrettably, with the drop 
of 2% in the Gender Protocol Report from 2015 to 2017, this goal also seems elusive for 
Lesotho to achieve before 2030 (Morna et al., 2017). 
In 2012, women constituted 30% of the public economic decision-makers, such as 
ministers, deputy ministers and permanent secretaries of economic-related ministries, 
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and central bank governors (Genderlinks, 2012). As a result of Lesotho’s legislative 
pressures (Local Government Election Act, 2004 and Electoral Act, 2005), 30% of the 
seats in local councils and 30% of national legislative bodies are reserved for women. 
This has resulted in an increase of female representation at local council level to 58%, 
and 32% of cabinet ministers are women (ILO, 2015b). Even though this seems to be 
above average in global terms, women continue to be side-lined from gaining access to 
opportunities for economic empowerment and continue to exist mainly on the periphery 
of economic decision-making (SADC, 2015). In general, Lesotho men still dominate 
economic decision-making in both public and private sectors; and the low representation 
of women in high economic decision-making positions means women’s voices are largely 
absent in terms of influencing gender-sensitive economic planning (Malupe, 2013). 
1.2.3 Lesotho’s Financial Sector 
The financial sector is the category of economic services provided by the financial industry 
relating to a wide range of businesses that manage money and include banks, credit card 
companies, insurance companies, stock brokerages, investment funds and accountancy 
companies (IMF, 2012). According to the International Monetary Fund (2018), the 
financial services sector in Lesotho consists of 512 firms, of which there are four banks 
(three private banks and one public bank), 11 insurance companies, one public pension 
fund, seven collective investment schemes, seven microfinance institutions and 482 
miscellaneous financial institutions.  
In 2016, the financial sector contributed to 14,4% of the country’s GDP, second only to 
the manufacturing sector at 17,4% (Nseera, 2018). Lesotho’s banking system is well 
capitalised, profitable and liquid and holds 47,3% of the total asset base of the county’s 
GDP, yet credit remains a constraint preventing private sector expansion in Lesotho. Due 
to infrastructure challenges, there are very few branches and automatic teller machines 
(ATM), making public access to financial services difficult, only 20% of rural people having 
a bank account and 55% of the population has to travel more than an hour to reach the 
nearest bank (Nseera, 2018). There are no financial institutions focusing exclusively on 
women, but women have equal opportunities to seek credit (SADC, 2015). 
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1.3 Key Concepts 
The following is a brief description of the key concepts in this study, which are leadership, 
the difference between leadership and management, and the difference between leader 
development and leadership development. 
1.3.1 Leadership  
Leadership has a key role to play in creating conditions in which Africa can achieve its 
potential (Adeyemi, 2017) and it is critically important to enable the transformation of 
Africa’s potential to equitable and sustainable realities (Adeyemi, 2017; De Jongh et al., 
2013; Eckert & Rweyongoza, 2015; Kabashiki, 2014; Nkurayija, 2011). Without effective 
leadership at all levels, in private, public and non-profit organisations, it will be difficult to 
sustain profitability, productivity and good customer service in Africa (De Jongh et al., 
2013; Van Zyl, 2009). 
Leadership is a complex phenomenon, a socially interactive relationship process between 
the leader and his/her followers, by which goals are attained through setting direction, 
aligning people and motivating followers (Dalakoura, 2010; Glamuzina, 2015; Pierce & 
Newstrom, 2010). Leadership needs to transcend the traditional inventory of individual 
characteristics and focus on its didactic, shared and relational character, facing complex 
social dynamics (Avolio et al., 2009). Rather than being a particular attribute belonging to 
a particular individual, leadership is considered to be a social process (Scheepers et al., 
2017). Manning and Curtis (2012) state that leadership means having social influence 
and leaving a mark; it is about initiating and guiding. Leadership is thus seen to be a social 
process, one in which the identity and practice of the leader are always relational, drawing 
from and interacting with his/her social context (Stead & Elliot, 2009). 
A leader is defined as a person who brings about change in their personal capacity, as a 
representative of an institution or as a participant in a collective (De Jongh et al., 2013). 
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1.3.2 Management and Supervision 
Management is the coordination of work to ensure goals are met and the organisation’s 
strategy is implemented (Indeed, 2020). Wehling (2017) view management as a process 
of directing and controlling the organisation’s assets and resources through planning, 
budgeting structuring, staffing, monitoring performance and solving problems.  
Supervision is the process of overseeing the work of others through training, answering 
questions, scheduling, quality controlling and removing obstacles to delivery (Wehling, 
2017). It enables a supervisee to get help from an experienced supervisor when 
presented with issues related to the delivery of requirements to a client (RICO, 2010).  
1.3.3 Difference between Leadership and Management  
 
Wehling (2017) believes all three roles of supervision, leadership and management 
involve getting results through people, however the focus of supervision and management 
is order and predictability, while the focus of leadership is change and growth of the 
organisation. Leadership takes responsibility for the strategy development and 
implementation, management oversees divisions or departments and their processes, 
equipment and resources while supervisors oversee teams and do not have such breadth 
of responsibilities (O’Flynn, 2018; Wehling, 2017). The time horizons of the three levels 
are also different. The leader’s focus is on long term strategies and profitability, while 
managers focus on medium term strategy implementation and supervisors on daily 
delivery and innovation (O’Flynn, 2018).    
The difference between leadership and management has been debated for a long time 
(Algahtani, 2014). Dalakoura (2010) believes the two terms are interwoven and, while 
some authors believe the two concepts overlap, there is no agreement as to what the 
overlaps might be (Lunenburg, 2011). Day and Antonakis (2012) define leadership as 
goal-focused action that leads to change; this change is rooted in desired vision, values, 
symbols and emotional exchanges: In contrast, management is objective-driven action 
resulting in permanence that is based upon rationality, bureaucratic means and the 
fulfilment of obligations. Kotter (2013) believes the terms manager and leader are 
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radically different and cannot be used interchangeably. Bârgӑu (2015) presents an 
extreme view, stating that leadership and management can be considered opposites. In 
non-professional terms, people in top positions are often referred to as leaders, whereas 
managers are seen as the middle layer, and the rest as workers and specialists (Kotter, 
2013). 
Kotter (2013) advocates that leadership should not be seen as a set of attributes but 
rather as a set of behaviours, which include visioning, ensuring buy-in and empowerment, 
and bringing about successful change. Leaders lead others to a desired future by defining 
what the future should look like, aligning people with that vision, and inspiring them to 
make it happen, despite the obstacles (Kotter, 2013).  
In contrast, management is described as a set of processes that can keep a complicated 
system of people and technology running smoothly (Kotter, 2013). The most important 
aspects of management include planning, budgeting, structuring jobs, measuring 
performance, and problem-solving (Kotter, 2013). Managers are primarily focused on 
efficient performance, while leaders primarily focus on vision, direction and organic 
growth of followers (Hrivnak et al., 2009).  
Drucker (2012, p. 15) provides the traditional definition of a manager as someone who is 
in charge of others and their work, while Rao and Pande (2009) define management as 
getting work done through others. A person in a management position is someone who 
accomplishes tasks through the work of others (Reh, 2018). All these roles are required 
to make organisations effective, and managers sometimes lead, and leaders sometimes 
manage (Ricketts, 2009). 
In this research, the term women in management indicates women who are responsible 
for making a contribution, with the authority to set objectives, motivate, communicate, 
measure and develop other people (Drucker, 2012). Furthermore, a woman in 
management is someone who is in a management position, fulfilling management 
responsibilities (such as planning, budgeting, structuring jobs, measuring performance 
and solving problems) and having people reporting directly and indirectly to her (Kotter, 
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2013). A woman practises leadership when she leads people to a desired future state by 
aligning and inspiring them, and helping them overcome obstacles (Kotter, 2013). 
1.3.4 Leader Development and Leadership Development 
Worldwide, organisations spend in excess of $45 billion on leadership and management 
training (Day, 2011). Yet research indicates that leadership development efforts (whether 
it might be books, services, seminars, conferences or TED talks) are not delivering the 
leadership capacity needed (Feser et al., 2017). Only seven per cent of CEOs believe 
their companies are building effective global leadership capacity, and only ten per cent 
reckon leadership development initiatives are having an impact on their business success 
(Feser et al., 2017). 
Spies (2011) believes that Africa has reached a crossroads in its development and 
suggests that committed interventions could turn the tide towards sustainable 
development in the region. Yet such interventions will have to dig deep into the collective 
consciousness of people, and will require systemic, multi‐faceted programmes for 
success (Spies, 2011). 
There is a distinction in the literature between leader development and leadership 
development (Day et al., 2014; Olivares, 2008). Leader development involves expanding 
individuals’ capacity to be effective in leadership roles and processes, while leadership 
development entails expanding the organisation’s capacity to enact leadership tasks 
needed for collective work (McCauley et al., 2010). Hrivnak et al. (2009) define leader 
development as developing individual human capital, such as the knowledge, skills and 
abilities required to fulfil leadership roles, while leadership development refers to building 
the collective capacity and building social capital, such as networked relationships 
amongst employees. 
Development methods include formal training, informal learning, action learning, job 
shadowing, job rotation, coaching (internal and external), mentoring, 360-degree 
feedback, stretch assignments, simulations, network involvement, case studies, 
communities of ractice, and experiential learning (Dalakoura, 2010; Hrivnak et al., 2009; 
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Philips et al., 2012). Valerio (2009) believes that leadership development can be 
augmented by coaching, mentoring and attending development programmes, but that 
conducting challenging work assignments is the best way of learning how to lead. 
1.4 Research Problem 
The leadership crisis in Africa has been described as pandemic (Van Zyl, 2009), making 
effective leadership development critically important if a better future is to be created for 
the inhabitants of the continent (Adeyemi, 2017; De Jongh et al., 2013; Eckert & 
Rweyongoza, 2015; Kabashiki, 2014; Nkurayija, 2011). The truth is, all the possible 
leadership talent the continent has to offer needs to be developed and employed to lead 
organisations and institutions to prosperity (Nkomo & Ngambi, 2009). However, in reality, 
women in Africa battle to get into leadership positions (Kabashiki, 2014; Malephane & 
Nkuebe, 2015), and the statistics of women in leadership in Africa remain well below 30% 
(UNDP, 2018; Zikhali & Smit, 2019). 
Africa also still has a long way to go to achieve gender parity (Punnett & Clarke, 2017). 
This includes Lesotho, where, according to Posholi (2012), “Lesotho is still far from being 
gender equal” (p. 32). According to Nyamweda and Morna, (2019), Lesotho is lagging far 
behind delivering on the SADC Gender and Development goal of ensuring gender 
equality by 2030. Malephane and Nkuebe (2015) believe discriminatory cultural practices 
and laws prevent Basotho women from attaining leadership positions. 
The problem is that empirical literature on leadership and management is not easy to find, 
especially literature focusing on African women in leadership (Nkomo & Ngambi, 2009). 
Little concrete data is available on women managers in Africa (Amayah & Haque, 2017; 
Wallace & Smith, 2011), who are described by Nkomo and Ngambi (2009) and Phakeng 
(2015) as invisible in the accumulated body of knowledge. Nkomo and Ngambi (2009) 
found only forty-three publications considering women leadership in Africa. Since the 
above-mentioned study, much more has been written about women in managerial roles 
in South Africa (Andrag, 2012; Kiaye & Singh, 2013; van Wyk, 2012). Yet as far as could 
be determined, few scholarly articles are available that focus on women leadership and 
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management in other African countries, and even fewer about women in management in 
Lesotho. 
Statistics regarding CEOs in African countries are also sparse (ILO, 2015). In addition, 
there is also a lack of understanding why so little progress is made when it comes to 
women seeking and obtaining top management and leadership positions today (Madsen 
& Scribner, 2017). This is particularly true within the cross-cultural and international 
management and leadership contexts (Madsen & Scribner, 2017). According to Gipson 
et al. (2017), there has been limited research on holistic women leader development 
frameworks or models and the effectiveness of such frameworks or models. 
1.5 Motivation for this Study 
Given the problem of the lack of effective leadership in Africa (Van Zyl, 2009), it is 
imperative to develop the women of Africa to fulfil the need for effective leadership 
(Punnett & Clarke, 2017). Women in management positions need to be equipped to break 
through to the highest echelons of management, to accept overall accountability and be 
the ultimate decision-makers (Gwaambuuka, 2015; Ntho et al., 2015). 
The focus of this study is on developing women leaders in the financial sector in Lesotho. 
With the levels of gender inequality on the continent, and in Lesotho specifically, it is 
critical to seek opportunities and find solutions to address these challenges. Apart from 
effective leadership and women stepping up to the plate, Wachira (2018) believes that 
financial empowerment and inclusion are key to combatting social marginalisation and 
improving family well-being. Committed leadership and a concerted effort are required 
from banks and lending services to facilitate access to financial resources for women 
(Wachira, 2018). 
Nkomo and Ngambi (2009) believe there is a desperate need for research to be 
conducted on women in management in Africa, especially on women in senior 
management positions in organisations throughout Africa. There is little research on 
African women managers and leaders, and there is a need to better understand the 
context in which these women operate (Amayaha & Haque, 2017). 
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1.6 Research Questions and Objectives 
To enable a research to focus its attention on solving research problems, research 
problems are often formulated as research questions (Mouton, 2013). Research 
objectives clarify to what end the study will be conducted (Mouton, 2013).   
Table 1.2   
Research Questions and Objectives 
Main Research Question (RQ) Research Objective (RO) 
What is required to develop leadership 
amongst women in management in 
Lesotho’s Financial Sector (LFS)? 
To explore leadership development 
requirements for women in management in 
LFS. 
Sub-RQ1: What are the barriers, 
challenges and needs of women in 
management in LFS? 
Sub-RO1: To explore barriers, challenges and 
needs of women in management in LFS. 
Sub-RQ2: How did women who are 
currently in leadership positions in LFS 
progress through the ranks?  
Sub-RO2: To explore, reflect and report on how 
women currently in leadership positions in LFS 
progressed through the ranks. 
Sub-RQ3: What are the leadership 
development interventions currently in 
place for women in management in LFS? 
Sub-RO3: To explore, reflect and report on 
leadership development interventions currently 
in place for women in management in LFS. 
Sub-RQ4: What constitutes a leadership 
development framework suitable for 
women in management in LFS? 
Sub-RO4: To develop a leadership development 
framework suitable for women in management in 
LFS. 
 
Table 1.2 shows the main research question, with the main research objective and the 
respective sub-research questions and objectives. 
1.7 Expected Value of the Study 
The theoretical, methodological and practical contributions of this research are as follows: 
1.7.1 Theoretical Contributions 
Given that there is a critical need for research on women in management in Africa, 
especially on women in senior management positions (Nkomo & Ngambi, 2009), this 
research will make a valuable contribution to the body of knowledge about women in the 
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financial sector in Lesotho. Amayah and Haque (2017) call for more attention to be given 
to understanding African women leadership practices, and this study contributes to that 
understanding by providing insights into how women lead, and how they have managed 
to progress through the ranks in LFS. More data and theoretical research are needed to 
deepen understanding and present evidence about women leadership on the African 
continent (Poltera, 2019). The development of a leadership development framework 
focusing on women contributes significantly towards closing the gaps in understanding 
and evidence. 
1.7.2 Methodological Contributions 
This research used face-to-face, semi-structured interviews to gain insight into the world 
in which women in LFS lead. It contributes to the methodological body of knowledge by 
sharing lessons learnt during the research process about how to approach women in 
Africa to participate in the research process, and how to ensure their voices are heard. 
This will assist future researchers to achieve their research objectives in similar 
circumstances. However, no major methodological contributions have been made. 
1.7.3 Practical Contributions 
The outcomes of this research can be used to help build the executive leadership capacity 
of women in LFS, and thereby contribute to building women leadership in Africa as a 
whole. By building leadership in the financial sector, financial support for women in Africa 
can also be improved. This research will assist organisations to provide leadership 
development learning solutions to women in management in LFS, and to understand the 
barriers, expectations and requirements of women operating in this context. Leadership 
development learning solutions can then be based on a thorough understanding of the 
needs of women in management and of financial organisations, and provide programmes 
to address the gender gap. This research can help other women in Africa to identify with 
and understand the barriers and challenges they could face as they enter managerial 
positions. It can also inspire and assist other women as they strive towards the upper 
echelons of their organisations and aim to progress through the ranks. Global 
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organisations that want to better manage women managers in African businesses can 
use the findings of this research to gain insights into women managers in Lesotho and 
the SADC region. 
1.8 Theoretical Framework 
The main objective of presenting a theoretical framework is to ensure a theoretical 
foundation is in place to provide a structure for the research (Kivunja, 2018). A theoretical 
framework guides the literature review process, research methods and data analysis 
(Grant & Osanloo, 2014). A theoretical framework also positions the research, provides 
an orientation, declares the lens through which the research is viewed and acts as an 
anchor or foundation for the research (Grant & Osanloo, 2014; Henning et al., 2018). 
Kivunja (2018) suggests conducting an in-depth literature review to allow the theoretical 
framework to emerge. This was done in Chapter 2, and a Theoretical Women Leadership 
Development Framework is presented in Section 2.9. The theories underpinning this 
research are contained in Table 1.3. 
Table 1.3   





Main authors and scholars 
Leadership Relational Leadership Avolio et al., 2009; DiGirolamo, 
2010; Komives et al., 2013; Oc, 
2018; Uhl-Bien, 2006 
 Leadership as a Process Pierce & Newstrom, 2010 
Gender and 
Leadership 
Women Leadership Ayman & Korabik, 2010; Chin, 
2011; Lovell, 2013; Siligiene & 
Stukaite, 2014; Stead & Elliot, 
2009 
 Glass Ceiling and Labyrinth Applebaum et al., 2013; Ely et al., 
2011 
 Challenges and Barriers faced 
by Women 
Eagly & Carli, 2019; Ntho et al., 
2015; O’Neil et al., 2015 
 Strategies for Success Carmona, 2017; Ezzedeen & 






Main authors and scholars 
Culture and 
Leadership 
Leadership in the African 
Context 
Ayman & Korabik, 2010; GLOBE 
project (House et al., 2014); 
Dorfman et al., 2012; Eckert & 
Rweyongoza, 2015; Kuada, 2010; 
Mbigi, 2005; Vilakati, 2016; 
Wanashika et al., 2011 
Culture and 
Leadership cont… 
Women Leadership in the 
African Context 
Wanashika et al., 2011 
 Patriarchy and Male 
Dominance 
Chengadu & Makan-Lakha, 2017; 
Chiloane-Tsoka, 2010; Chwarae 
Teg, 2015; Dorfman et al., 2012; 
Ntho et al., 2015 
 Cultural Expectations Chiloane-Tsoka, 2010; 
Zikhali & Smit, 2019 
 




 Lovell, 2013; Short et al., 2013. 
Leadership 
Development in the 
African Context 











Center for Creative Leadership, 
2020; Giles, 2016; Kotter, 2013; 




Esser et al., 2018; Hoyt, 2010; 
KPMG, 2015; Mogale, 2017; 




 Dalakoura, 2010; Day et al., 2014; 





 Dalakoura, 2010; Kassotakis, 











The Royal Pharmaceutical 
Society Leadership 
Development Framework 
Royal Pharmaceutical Society, 
2015 
 The Developing Emerging 
Leadership: An Organizational 
Approach Framework 
Abrams, 2012 
 The FourCe-PITO Leadership 
Development Framework 
Callahan & Grunberg, 2018; 
Grunberg et al., 2019; Yarnell & 
Grunberg, 2017 
 The PREPARE Leadership 
Development Framework 
DeRue & Myers, 2014 
 The Consciousness Based 
Education (CBE) Model for 
Leadership Development 
Mbigi, 2005 
 The Systemic Leadership 
Learning (SLL) Model 
Mostert, 2012 
 The Social Change Model of 
Leadership Development 
Komives et al., 2017 
 The Leadership Identity 
Development (LID) Model 





 Feser et al., 2017; Hrivnak et al, 
2009; Petrie, 2014 




 Carmona, 2017; Eagly & Carli, 
2019; Ibarra et al., 2019 
 
Each of the topics contained in Table 1.3 is unpacked in detail in Chapter 2, Literature 
Review. 
1.9 Thesis Structure 
Chapter 1 introduces the thesis topic and provides a contextual background for the 
research. The chosen theoretical framework is explained, and key concepts of leadership 
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and leadership development are introduced. The research problem, research objectives 
and research questions are also covered. 
Chapter 2 contains a review of current literature related to women leadership, the glass 
ceiling, and challenges and barriers faced by women leaders. Literature relating to 
strategies for success in women leadership is also presented. Leadership in the African 
context is discussed, with the emphasis on patriarchy, cultural expectations, stereotypes 
and ageism. The chapter also contains a review of leadership development, with 
particular reference to the African context and women leadership. Literature with respect 
to required leadership competencies, methods, frameworks and models is also 
presented. The chapter concludes with a discussion of the role of organisations in the 
leadership development process, and a theoretical framework in which current literature 
is synthesised is constructed. 
Chapter 3 outlines the research methodology and covers the research philosophy, 
research approach and strategy. The research design is described in detail, covering the 
research setting, sampling, data collection and analysis methods, and ends with ethical 
considerations and ways of ensuring quality in research. 
In Chapter 4, the data are presented and, in Chapter 5, the data are integrated and 
discussed, and themes are linked to theories. In Chapter 6, research questions are 
answered, limitations are stated, recommendations are proposed, and final conclusions 








The literature review process is a critical part of any research process as it facilitates 
sense-making through analysis and synthesis of concepts found in the literature (Ravitch 
& Carl, 2016). The purpose of conducting a literature review is to determine if a topic is 
worth researching and to provide insights into how the researcher can limit the scope of 
the research (Creswell, 2014). In this study, the literature review was used to find gaps in 
current knowledge, understand the context in which the study was going to take place, 
form a basis from which the interview guide could be developed, prepare the researcher 
before entering the field, and to inform the development of the frameworks contained in 
Figure 2.10.10, Figure 2.1, Figure 5.3  
Framework of Role-players and Required Actions in Developing Leadership Amongst 
Women in Management in LFS 
5.3 and Figure 5.4. 
 
The literature review was done using the theoretical framework contained in Table 1.3 3.  
Key words were searched using a number of search engines: Google Scholar, 
ResearchGate and UJoogle. Articles, books and e-books were used to find relevant 
literature.  The literature review process started in 2017 before any fieldwork was 
conducted and continued throughout the research process. After coding was completed 
literature was reviewed again to compare and contrast with findings. The theoretical 
frameworks contained in Figure 2.10.10 and Figure 2.1 were finalised after data analysis 
was completed.   Due to the cyclical nature of the research process (Van Wyk, 2012), the 
literature review process informed the codes, categories, themes and subthemes chosen 
in the analysis process. The converse also applied - data collected from participants 
encouraged the researcher to find literature supporting or contradicting the findings from 
the research.     
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This chapter first provides an overview of what leadership is, with specific reference to 
the four broad categories of leadership, the dominant theories of leadership and 
perspectives on women leadership. This is followed by a discussion of gender and 
leadership, the glass ceiling and the labyrinth, challenges and barriers faced by women 
and strategies for success. Culture and leadership are discussed, covering the cultural 
dimensions, perspectives of leadership in the African context, as well as women 
leadership in the African context. Patriarchy, male dominance and ageism in Basotho 
culture are also discussed in detail. Leadership development in the African context, 
leadership development for women, leadership competencies and development methods 
are addressed. A review and critique of eight leadership development frameworks and 
models follow. Ways of ensuring effective leadership development is achieved are 
covered, and the role of organisations in women leadership development is scrutinised. 
The chapter concludes by presenting a theoretical leadership development framework for 
women in LFS. 
2.2 Overview of Leadership 
Always, it seems, the concept of leadership eludes us or turns up in another form 
to taunt us again with its slipperiness and complexity (Bennis, 1959, p. 260). 
Despite decades of quantitative and qualitative research, there is still no agreement as to 
what exactly leadership is (Grunberg et al., 2019; Tiba, 2012; Turnbull et al., 2012). There 
are thousands of leadership definitions, and it has been said that there are nearly as many 
definitions of leadership as there are authors writing about leadership (Dinh et al., 2014; 
Eklund et al., 2017; Martin, 2017; Sashkin, 2012; Skendall et al., 2017). Leadership 
means many things to many people, and agreement on how to define leadership is rare 
(Alvesson & Spicer, 2012; Pierce & Newstrom, 2010). It does seem to be evident in all 
cultures throughout history, making it a universal phenomenon (Spisak et al., 2011). 
Leadership research has also seen a dramatic increase and has grown exponentially as 
a field, leading to a much better understanding of the phenomenon (Dinh et al., 2014). 
Day and Antonakis (2012) present a comprehensive historical overview of leadership and 
the various theoretical streams and paradigm shifts in the leadership field in the last 
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century. The oldest scientific study of leadership dates back to the early 1900s, with the 
trait school of leadership, also called the Great Man Theory, which suggested certain 
personality characteristics distinguished leaders from non-leaders (Day & Antonakis, 
2012; Skendall et al., 2017). Other schools of thought followed, such as the behavioural, 
biological evolutionary, contextual, contingency, information processing, neo-charismatic, 
relational, sceptics and transformational schools of thought (Cherry, 2019; Day & 
Antonakis, 2012; Gill, 2011; Malos, 2012; Northouse, 2018; Schedlitzki & Edwards, 2014). 
2.2.1 Four Broad Categories of Leadership 
Bolden and Kirk (2009) propose four broad categories of leadership theory: essentialist, 
relational, critical and constructionist. The most dominant perspective is held by the 
essentialist theorists, for whom leadership is considered something leaders do to their 
followers; and leadership qualities, behaviour and functions are listed as requirements for 
effective leadership (Bolden & Kirk, 2009; Wibbeke & McArthur, 2013). 
The second category contains the relational theorists, who perceive leadership, not as 
something residing solely within leaders, but rather as something that exists within the 
relationship between leader and followers (Bolden & Kirk, 2009; Crevani, 2015; Dugan, 
2017; Uhl-Bien, 2011). Leadership is not an attribute but rather a group quality or a set of 
functions performed by the group (Bolden & Kirk, 2009; Veldsman, 2016). Expertise and 
influence should, therefore, be distributed amongst a wide array of participants, while 
considering the context and other systemic factors (Bolden & Kirk, 2009). 
The third broad category of leadership refers to the critical theorists, such as Collinson 
(2011), Learmonth and Morrell (2017), and Chandler and Kirsch (2018), who see 
leadership as a product of broader psychological and social processes, in which power 
and politics come into play to establish status relationships and unequal distribution of 
power. In this category of leadership theory, followers are encouraged to liberate 
themselves from the control and dependency of so-called leaders (Bolden & Kirk, 2009; 
Collinson, 2011; Dugan, 2017; Learmonth & Morrell, 2017; Tourish, 2013, 2014). 
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The final category, into which the constructionist perspective falls, highlights how people 
use leadership to construct shared meaning to cope with their challenges (Bolden & Kirk, 
2009; Fairhurst & Grant, 2010; Martin, 2017; Schedlitzki & Edwards, 2014). Here 
leadership is seen as a process of making sense, and leadership development is seen as 
a way in which followers reframe their understanding (Lynch, 2012). 
2.2.2 Dominant Theories of Leadership  
The primary theories in leadership are the great man theory, the trait theory, behaviour 
theory, transactional theory, transformational theory and situational theory (Indeed, 
2020). Additional theories include path-goal theory, leader-member exchange theory, 
authentic leadership, servant leadership, adaptive leadership, and emergent theories 
such as complexity leadership and relational leadership theory (Dinh et al., 2014; 
Northouse, 2018). Transformational leadership, complexity theory and relational 
leadership theory are critical to this study hence, a brief discussion below.   
2.2.2.1 Transformational Leadership  
 
The single most dominant theory in leadership studies is transformational leadership 
(Díaz-Sáen, 2011). In its ideal form, transformational leadership results in positive, 
valuable change in individuals and social systems (Damrich et al., 2011). It is defined as 
the process of achieving exceptional organisational performance through collective 
commitment to a common goal and a strong emotional attachment between a leader and 
his followers (Díaz-Sáenz, 2011, p. 299). In transformational leadership leaders and 
followers raise one another to higher levels of morality and motivation beyond self-interest 
to serve collective interests” (Hoch et al., 2018, p. 504). Examples of transformational 
leaders include Mahatma Gandhi, Nelson Mandela, Jack Welsch and Richard Branson 
(Díaz-Sáenz, 2011). The factors in transformational leadership include idealised 
influence, inspirational motivation, intellectual stimulation and individualised 
consideration (Bass & Bass, 2008). 
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2.2.2.2 Complexity Leadership  
In complexity leadership theory, leadership is viewed as complex, dynamic and interactive 
resulting in the emergence of adaptive outcomes such as learning, innovation and 
adaptability (Uhl-Bien et al., 2007).  Complexity leadership focus is on enabling the 
creative capacity of the complex adaptive system (CAS) (Uhl-Bien et al., 2007). The focus 
is no longer on control, autocracy and standardisation, but rather on the emergence of 
complex relationships and networks as organisations change, innovate and evolve (Uhl-
Bien & Marion, 2009). Emergent processes in complex systems force leaders to work at 
all levels in a process-oriented, contextual and interactive way (Marion & Uhl-Bien, 2001). 
Leadership is shared and not concentrated in one person or position (Carson et al., 2007).    
2.2.2.3 Leadership as a Relational, Ethical and Social Process 
In the last thirty years, as the environment in which organisations function became more 
complex, leadership literature has recognised the limitations of an individual-centric 
approach to leadership and has moved towards a more relational-based approach 
(Sklaveniti, 2016). Relational leadership theories are based on postmodern paradigms in 
which the world is ambiguous, chaotic, relational, interdependent and diverse, with reality 
constantly being reconstructed (Dugan, 2017). As the financial sector environment in 
which this research was conducted remains congruent with a VUCA world (volatile, 
uncertain, complex and ambiguous) (Maharaj & Tsvetu, 2019), leadership theories 
related to relational, ethical and social processes were explored. The SSA leadership 
context is also underpinned by Ubuntu (Mbigi, 2005) making relational leadership relevant 
to this study.    
The ancient Egyptians suggested that the leadership context consists of the leader and 
the follower (Pierce & Newstrom, 2010). Vilakati (2016) argues that there needs to be a 
move away from the exclusive focus on one person to considering the total system. 
Leadership is thus considered to be a social influence relationship interaction between 
two or more people who are dependent on each other to achieve a common goal (Pierce 
& Newstrom, 2010). 
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Komives, Lucas, and McMahon (2013) define leadership as a relational and ethical 
process of people jointly striving to bring about positive change. The Relations Leadership 
Model positions leadership as being purposeful, inclusive, empowering, ethical and 
process oriented (Komives et al., 2013). It was designed as a post-industrial, collaborative 
model to teach and develop leaders (Komives et al., 2013). Komives et al. (2013) see 
followers not only as being engaged but as being active participants in the leadership 
process and being central to the organisation’s outcomes. The authors, therefore, choose 
to use the term participants rather than followers and propose that, just as leaders’ skills 
and capabilities need to be developed, participants’ competencies also need to be built 
(Komives et al., 2013). 
Uhl-Bien (2006) describes the relational leadership perspective as a process of social 
influence that uses emergent coordination to construct and produce change. Through the 
direction setting, alignment and motivation of stakeholders, the organisation, leader and 
followers attain their agreed goals (Dalakoura, 2010; Glamuzina, 2015). Leadership is a 
multi-level, processual, contextual and interactive phenomenon (Oc, 2018). It is also an 
influencing process, in which leaders and followers achieve common goals, and which 
can be explained by considering the leader’s characteristics and behaviours, the 
followers’ perceptions and attributions towards the leader and leadership, and the context 
in which the influencing takes place (Oc, 2018). 
Relational leadership transcends the traditional inventory of individual characteristics and 
focuses on its didactic, shared, and relational character, facing complex social dynamics 
(Avolio et al., 2009). Leadership emerges as relationship interactions evolve between the 
leader and the group, rather than being an expression of individual personality or a set of 
historical circumstances (Avolio et al., 2009). Manning and Curtis (2012) further state that 
leadership means having social influence and leaving a mark; it is about initiating and 
guiding change. 
Leadership can thus be viewed as a social process (Stead & Elliot, 2009). The identity 
and practice of the leader are always relational, drawing from and interacting with the 
social context (Stead & Elliot, 2009). A leader is defined as a person who brings about 
change in a personal capacity, as a representative of an institution or as a participant in 
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a collective (De Jongh et al., 2013). In the relational paradigm, the leader is but a 
component of the system in which the group finds itself. In Figure 2.1, leadership is 
presented as the central element in a complex process that results in specific outcomes 
(Pierce & Newstrom, 2010). 
Figure 2.1  
Leadership as a Process 
 
Note. Adapted from Leaders and the Leadership Process (p. 5), by J. L. Pierce and J. W. 
Newstrom, 2010, McGraw-Hill. Copyright 2010. 
Figure 2.1 illustrates four elements affecting leadership success or failure, which are the 
context, the leader, the followers and the outcomes. The leader is the person who takes 
charge and directs the team’s performance, and the followers are those individuals who 
follow the direction set by the leader and execute the tasks or projects agreed to by the 
whole team (McIees, 2012; Pierce & Newstrom, 2010). The authors describe the context 
as a situation in which the leadership process is playing itself out and it can cover the 
physical environment and resources available, as well as the events in the broader 
organisation or environment. The outcomes include anything resulting from the interaction 
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between leader-follower, leader-context and follower-context. They could also be the 
result of the process followed, for example, achieved goals, higher levels of trust, group 
cohesion or performance (McIees, 2012; Pierce & Newstrom, 2010). All the elements of 
the system interact with one another, so that leadership is understood as a complex, 
interconnected, interactive and dynamic exchange between the leader, the followers, the 
context and the outcomes (McIees, 2012; Pierce & Newstrom, 2010).  
DiGirolamo (2010) adds to the Pierce and Newstrom 2010) model by incorporating the 
traits, knowledge, skills and behaviours of the leader, as well as the roles of superiors 
and the team. Figure 2.2 contains the extended model. 
Figure 2.2  
A Leader and Leadership Model 
  
Note. Adapted from Turbocharged Leadership: The Art, Psychology, and Science of 
Management – An Integrated Approach by J. DiGirolamo, 2010, Turbocharged Leadership. 
Copyright 2010 by J. DiGirolamo. Adapted with permission. 
28 
Figure 2.2shows that the leader is but one element of the leadership process and what is 
required to attain high performance is not only an outstanding leader but also outstanding 
leadership. It is, therefore, necessary to have the correct traits, knowledge and skills and 
also obtain ongoing feedback from superiors and the team and being able to read and 
react appropriately to the situation (DiGirolamo, 2010). 
2.2.3 Perspectives on Women Leadership 
Silingiene and Stukaite (2014) view women leadership as controversial and believe the 
research of women leadership as an independent phenomenon is not yet adequate. 
There are two viewpoints in the literature: One point of view suggests a gender-neutral 
view of leadership, declaring an absence of gender differences, while another point of 
view asserts that gender differences exist, and encourages different approaches based 
on gender (Silingiene & Stukaite, 2014). What has become evident is that it is necessary 
to distinguish between male and female leadership, as some females might not 
necessarily practice “female” leadership and vice versa; some men might not lead in a 
typically male leadership manner (Silingiene & Stukaite, 2014). If the leader has mainly 
masculine characteristics, the behaviour will be more task-oriented, whereas, if more 
feminine leadership is practised, the leader will display more relationship behaviours 
(Korabik & Ayman, 2007). Women, at times, tend to adopt masculine leadership styles 
instead of bringing a softer leadership style to organisational challenges (Regine, 2010). 
Chin (2011) contends that the answer to the question of whether a difference exists 
between how men and women leaders behave is complex. Recent studies (Seo et al., 
2017) indicate that there are more similarities than differences in leadership style between 
women and men and, in addition, when all contexts are considered, no significant gender 
difference can be found concerning perceived leadership effectiveness. Yet Chin (2011) 
found that some social constructions of leadership are associated with established gender 
roles. 
Adams and Funk (2009) maintain there are fundamental differences between men and 
women, in attitudes towards risk, the desire to be exposed to competition and altruistic 
behaviour. Women tend to be more risk-averse, more likely to avoid competitive 
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environments, and more altruistic than men (Adams & Funk, 2009). Women also care 
less about power, conformity, security and tradition, and care more about stimulation and 
universalism than men (Adams & Funk, 2009). Chin (2011) asserts there is much to 
suggest that women tend to adopt a more collaborative, cooperative or democratic 
leadership style, and men a more directive, competitive or autocratic style. The 
transformational style of leading tends to be associated with women, and behavioural 
characteristics such as empathy, relationship building and support are more prevalent 
amongst women in management positions (Appelbaum et al., 2013). Eisner (2013) 
asserts that women interact in ways centred on relationship, people collaboration and 
furthering rapport, while men interact in ways centred on power, tasks, showing ability 
and knowledge, challenging others and seeking to win. Women tend to care, while men 
tend to take charge (Eisner, 2013). 
Powell (2018) postulates that leadership theories do not suggest that either feminine or 
masculine behaviour is the key to leading effectively. It is suggested that leaders vary the 
balance of masculine and feminine characteristics according to the situation (Powell, 
2018). In other words, if the situation calls for transactional leadership, a more task-
oriented style will be adopted, whereas, when transformational leadership is required, a 
more nurturing and agreeable style will be adopted (Powell, 2018). Scheepers et al. 
(2017) urge society at large to “unlearn gendered notions of leadership” (p. 295) as it 
supports the stereotype of feminine versus masculine leadership. Instead, both male and 
female leaders are encouraged to embrace flexibility based on the demands of the 
context (Scheepers et al., 2017). The fact is that effective leadership requires an 
androgynous mixture of male and female traits (Hoyt, 2010). 
Korabik and Ayman (2007) propose a Multi-perspective Model of Gender and Leadership 
(MMGL) in which the psychological implications of being a man or a woman affect all 
aspects of life. The model considers the intrapsychic, social structural and interpersonal 
interaction perspectives and applies them to leadership (Korabik & Ayman, 2007). In the 
MMGL, leadership is seen as a process of social interaction between leaders, their 
supervisors and subordinates or followers (Korabik & Ayman, 2007). 
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In the intrapsychic dimension, the leader’s personal gender-related personality traits, 
attitudes and values acquired through gender-role socialisation affect the leadership 
behaviour (Korabik & Ayman, 2007). In addition to the leader’s personal traits, attitudes 
and values, the context (social and organisational) in which leadership takes place also 
influences the leadership behaviour, which then, in turn, will lead to particular outcomes 
for the leader, the followers and the organisation (Korabik & Ayman, 2007). From a socio-
structural perspective, the gender of the leader acts as a stimulus for others’ perceptions, 
observations and evaluations (Korabik & Ayman, 2007). These perceptions will ascribe 
specific status characteristics that will influence access to power and resources (Korabik 
& Ayman, 2007). In the interpersonal interaction perspective, the interaction is a function 
of gender-related beliefs and expectations of self and others, and this influences the 
outcomes experienced by each party (Korabik & Ayman, 2007). These processes are 
also influenced by situational cues, for example, the gender-typed nature of the task. 
When all three perspectives are integrated, it provides a theoretical underpinning for 
research on gender and leadership (Korabik & Ayman, 2007). MMGL is very different 
from Pierce and Newstrom’s (2010) model in that it adds a gender perspective to 
leadership. It also considers the intricacies of the intrapsychic, socio-structural and 
interpersonal interaction dimensions and the influence it has on leadership. 
Stead and Elliot (2009) propose a leadership web showing how a range of interconnecting 
and dynamic relationships influences women leadership. Leadership is considered as a 
dynamic construction of overlapping and interwoven spheres (Stead & Elliot, 2009). 
Within each sphere of influence, there are multiple relationships that operate at multiple 
levels, and the nature of these relationships is inflected by gender, class and race (Stead 
& Elliot, 2009). Leadership can be relational at a micro level through interactions with 
others, and at a macro level through relationships with the broader social environment 
(Stead & Elliot, 2009). Both the MMGL and the leadership web address interconnection 
between the leader, the follower and context, all contributing towards the outcome. These 
models can thus both contribute to the leadership-as-a-process perspective of Pierce and 
Newstrom (2010). 
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2.3 Gender and Leadership 
The topic of gender and leadership has been debated and studied for over four decades 
(Powell, 2012). Theories of leadership are typically neutral in their attention to gender, 
describing mostly white, American men (Ayman & Korabik, 2010). This gender-neutral 
view of leadership is becoming inadequate, and there has recently been a call for 
considering the influence of cultural worldviews and socialisation when researching 
leadership (Chin, 2011). Lovell (2013) considers leadership to be a gendered concept 
operating at a cultural, institutional and individual level. Our understanding, stereotypes 
and perceptions of gender and leadership influence us and affect our behaviour towards 
people in power (Lovell, 2013). Gender stereotypes influence how women perform in their 
leadership roles (Lovell, 2013). 
2.3.1 The Glass Ceiling and the Labyrinth 
The concept of a glass ceiling was originally introduced in the USA at the National Press 
Club in July 1979, was later used in Working Women’s Report (Bryant, 1985) and first 
formally published in 1986 in the Wall Street Journal by authors Carol Hymowitz and 
Timothy Schellhardt (Barreto et al., 2009). Glass ceiling is a political term used to describe 
the unseen and unbreakable barrier that keeps minorities and women from rising to the 
upper rungs of the corporate ladder, regardless of their qualifications or achievements 
(Appelbaum et al., 2013; Hindle, 2009). These invisible barriers are often unconscious 
because people are unaware of their own implicit biases and how these biases affect 
women in leadership (Isaac et al., 2012). 
Although the glass ceiling might be showing cracks, it is most definitely still prevalent 
(ILO, 2015). Progress is slow and, at the current rate of progress, full equality will only be 
achieved by 2073 (Amaechi, 2018; Picheta & Mirchandani, 2019). The glass ceiling 
metaphor has been challenged by the argument that it presents the image of a once-off 
blockage somewhere high up in the organisation, whereas it is more like a labyrinth, with 
a whole series of obstacles along the way (Hindle, 2009). Smith et al. (2012) researched 
the plethora of other metaphors used to explain the struggle of women progressing their 
careers and found metaphors relating to a firewall (Bendl & Schmidt, 2010), a glass cliff 
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(Ryan & Haslam, 2009), a glass escalator (Ng & Wiesner, 2007) and a glass wall 
(Guillaume & Pochic, 2009). 
Other metaphors include women having to climb the Himalayas (Chao, 2011), sticky 
floors (Kee, 2006) and maternal walls (Williams, 2004). Sandberg (2013) uses the 
metaphor of a jungle gym to illustrate the different ways in which women can progress in 
their careers. Whether the struggle is termed a glass ceiling, a labyrinth, a mountain or 
any other metaphor, the fact is, many barriers exist and the faces at the top of industry 
and government remain stubbornly male (Ntho et al., 2015; Van der Gaag, 2014). 
Globally, the gender equality gap is increasing, regardless of the fact that women today 
fill more leadership positions than ever before (Hewitt, 2019). In 2018, only 4.8% (down 
from 6.4% in 2017) of the CEOs of the Top Fortune 500 companies were headed by 
women (Pew Research Center, 2018). 
Very little has changed since 2001, when Jackson (2002) reported that women were 
grossly under-represented in the top executive positions of Fortune 500 corporations and 
that the glass ceiling was still an issue for women in organisations. Grant Thornton (2015) 
states that the proportion of senior roles held by women has barely changed in the last 
ten years. Globally, 22% (down from 24% in 2013) of senior positions are filled by women, 
yet only 16% of board members are women (Grant Thornton, 2015). After more than thirty 
years of attention to gender equality issues, attempts to address this imbalance have 
brought only limited results and men continue to dominate the senior positions in 
organisations and on boards (Grant Thornton, 2015). Women have made gains in 
entering and rising in the managerial ranks but, worldwide, men still predominate in 
leadership and management positions (Barreto et al., 2009). Huang et al. (2019) concur 
that men dominate at every level across organisations, and women continue to be under-
represented as only one out of every five executives is a woman. 
The issue of underrepresentation of women in senior management positions escalates 
when considering women of colour, as women of colour account for only 12% of the USA 
managerial and professional labour force and only three of the Fortune 500 CEOs are 
women of colour (Ely et al., 2011). Huang et al. (2019) report that only one out of 25 
executives is a woman of colour (Huang et al., 2019). Although concrete affirmative action 
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measures exist in Africa, top decision-making positions still lack women’s representation 
(ILO, 2015b). In Africa, only 29% of senior managers and 5% of CEOs are women 
(McKinsey, 2016). Forty-four per cent of women in Africa experience gender bias in 
business, while 21% of men surveyed think gender biases are barriers to female 
advancement in Africa (Grant Thornton, 2015). Generally, African women find it difficult 
to obtain leadership positions (Kabashiki, 2014). 
2.3.2 Challenges and Barriers Faced by Women 
The question of what causes women not to break the glass ceiling has received a lot of 
attention, and there is general agreement that women still face a multitude of challenges 
and barriers (Hoyt, 2010; Ibarra et al., 2019; Kay & Shipman, 2014; Khattab & Rosette, 
2017; Ntho et al., 2015). These challenges and barriers include struggling to achieve a 
work-life balance, having to fulfil multiple roles, and being subject to certain role 
expectations, stereotypes and prejudices, as well as power and status differentials 
(Amaechi, 2018; Ayman & Korabik, 2010; Punnett & Clarke, 2017). 
Women tend not to be supportive of each other (also referred to as the queen bee 
syndrome) (Baumgartner & Schneider, 2010; Chengadu & Makan-Lakha, 2017; Hewitt, 
2019; Johnson & Mathur-Helm, 2013). Johnson and Mathur-Helm (2013) found women 
to be extremely competitive in business and that they could become even more 
competitive when they served on the same leadership team. Hewitt (2019) argues that 
women do themselves an injustice by trying to minimise the presence of other women 
amongst their ranks. There is limited space at the top and, in an attempt to be accepted 
by male peers, senior women often distance themselves from more junior women 
(McNulty, 2018). 
Some women perceive no gender-specific barriers to their success (Khattab & Rosette, 
2017). These women do not perceive the obstacles they face to be gender-specific and 
consider their own responses to the obstacles to be of critical importance. These women 
are not deterred by gender-related hindrances, downplay the issues and choose rather 
to focus on their competencies, talents and performance (Ibarra et al., 2019). 
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2.3.2.1 Work-life Balance 
Work-life balance has been the object of much research worldwide (Cho et al., 2015; 
Delina & Raya, 2013; Dowling, 2019; Eagly & Carli, 2019; Khattab & Rosette, 2017; 
Reddy, 2015; Reed, 2016; Sandberg, 2013; Valk & Srinivasan, 2011). Work-life balance 
is a key factor to achieving a good quality of life for working women but, irrespective of 
sector, age, profession or number of children, women still find it extremely hard to achieve 
(Delina & Raya, 2013). Reed (2016) suggests that work-life balance should not be 
perceived as “a euphoric state of bliss” but rather the ability to enjoy a “delicate equilibrium 
of wellness” (p. 319). 
Valk and Srinivasan (2011), in the study of work-life challenges amongst professional 
women in the IT sector in India, found that tight deadlines, odd working hours and 
extensive travelling placed huge pressure on attaining work-life balance (Valk & 
Srinivasan, 2011). Husbands also subscribe to the traditional role of women as primary 
caregivers and often fail to provide the necessary help and support around the house 
(Valk & Srinivasan, 2011). Indian women have the added pressure of having to support 
and provide for their sick, aged and infirm live-in relatives (Valk & Srinivasan, 2011). 
Prioritisation and flexible work hours are considered coping strategies (Valk & Srinivasan, 
2011). 
Cho et al. (2018) researched the lived experiences of women in leadership in Korea and 
found that, there too, work-family balance emerged as a challenge most women workers 
faced. These women also set priorities and focused their attention only on the highest 
priorities, sometimes resulting in conflict with family members, such as mothers-in-law 
who expected working women to also focus on their role as housewives (Cho et al., 2018). 
Korean women in leadership use live-in nannies and grandmothers and other relatives as 
support systems (Cho et al., 2018). 
Married women in the IT sector, aged under 30, with spouses who are also active in 
business, find it particularly difficult to achieve work-life balance (Delina & Raya, 2013). 
For married women over 40, balancing work-life is slightly better than for other age groups 
(Delina & Raya, 2013). Delina and Raya (2013) found stressors related to work-life 
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balance causes headaches, muscle tension, weight gain and depression, and concluded 
that achieving work-life balance is essential for working women’s happiness and life 
satisfaction. 
Dowling (2019) lists the key challenges related to work-life balance as ongoing transitions 
between different phases and mindsets, having difficult conversations with employers or 
family members, feeling a sense of loss, be it at home or at work, and having to make 
difficult decisions as to where attention and focus need to be. Eagly and Carli (2019) point 
out that the challenge of balancing work and family responsibilities remains one of the 
obstacles to career progression. Chengadu and Makan-Lakha (2017) agree that the 
constant juggling of the demands of being a mother, wife and leader in a corporate world, 
remains a significant barrier to success. 
One of the results of a poor work-life balance is the occurrence of feelings of guilt 
experienced by some working women (Borg, 2017; Warrell, 2013). Feeling guilty about 
not spending enough time with the family is common amongst working women, and 
women often feel they are forever falling short of expected norms. Working women in the 
current generation experience more guilt than those in any preceding generation, with 
21% of mothers feeling guilty most of the time and 87% of women feeling guilty sometimes 
(Borg, 2017). 
2.3.2.2 Stereotypes and Prejudices 
In leadership, contexts that are male-dominated and require masculine qualities still seem 
to be prevalent, along with prejudice against women (Klenke, 2018). Rhode (2016) found 
50% of Americans think businesses are not open to hiring women for top positions. Eagly 
and Carli (2019) concur that there is resistance to women’s fulfilling leadership positions. 
Hiring and promotional decisions are greatly influenced by unconscious biases and, 
although these biases have been disproven by research, they seem to prevail (Zenger & 
Folkman, 2019). 
Although overt discrimination is no longer evident in business today, subtle second-
generation biases are still prevalent (Grover, 2015; Ibarra et al., 2019; Scheepers et al., 
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2017). These biases are unconscious yet organised and evident as male-oriented 
practices, beliefs and values in organisations today (Grover, 2015; Ibarra et al., 2019). 
Examples of second-generation biases include women being judged when displaying 
male leadership behaviour, such as being strong, confident and assertive; and 
expectations by organisations that work should be put before family, instead of valuing 
and rewarding work-life balance (Carter & Silva, 2010). 
Isaac et al. (2012) provide a useful discussion of unconscious biases with their “Map of 
the Glass Ceiling”. Unconscious biases are identified as barriers that perpetuate the glass 
ceiling (Isaac et al., 2012). The first bias relates to the way society values male-gendered, 
agentic traits more than female communal traits, and how women displaying male type or 
androgynous characteristics are more likely to be promoted to male type positions (Isaac 
et al., 2012). Thus, society’s unconscious biases value male-gendered agentic traits more 
than female communal traits (Isaac et al., 2012). Another bias relates to the stereotype 
that men are more competent than women and that, when women display agentic 
behaviour, they are perceived as more competent than those displaying communal 
behaviour (Isaac et al., 2012). The third unconscious bias comes into play when women 
become more authoritarian outside their female-typical jobs: They experience more 
opposition and are more disliked (Isaac et al., 2012). Thus, when women display 
communal characteristics, they are rated as more likeable; but women with children are 
perceived as less competent and receive lower starting salaries (Isaac et al., 2012). An 
awareness of these unconscious biases in which both genders “propagate discrimination” 
is useful to gain perspective on the issues faced as work continues towards cracking the 
glass ceiling (Isaac et al., 2012, p. 84). 
Kassotakis (2017) encourages both men and women to join efforts to become aware of 
these unconscious biases and use dialogue and interventions to eradicate the 
imbalances. Visible commitment and action are required at senior levels, and men must 
become active participants in solving the problem (Kassotakis, 2017). Sending women 
on development courses and conferences alone will not bring about gender equity 
(Kassotakis, 2017). Although external barriers exist, internal barriers are more significant 
than institutional barriers, and these internal barriers are what hold women back 
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(Chengadu & Makan-Lakha, 2017). Inandi (2009) agrees, stating that how a woman views 
her own leadership often creates an obstacle to progression. 
This leads to the barrier of self-doubt and lack of confidence. 
2.3.2.3 Self-doubt and Lack of Confidence 
Research acknowledges the prevalence of self-doubt and lack of confidence amongst 
women in management in the workplace (Carmona, 2017; Esser et al., 2018; Kay & 
Shipman, 2014; Khattab & Rosette, 2017; Ntho et al., 2015). On a personal level, women 
experience low self-esteem, lack of confidence (Kay & Shipman, 2014), self-imposed 
oppression and stereotypes (Ntho et al., 2015) and, in the workplace, women are less 
likely to self-promote (Moss-Racusin & Rudman, 2010). Low self-esteem and lack of 
confidence act against and hinder women’s leadership success (Carmona, 2017; Kay & 
Shipman, 2014; Zikhali & Smit; 2019). Chengadu and Makan-Lakha (2017) list lack of  
personal confidence as an internal barrier and, similarly, (Baker et al., 2020) report that 
lack of confidence is the greatest barrier to women leadership development. The 
reluctance to display confidence possibly originates from childhood socialisation (Tannen, 
2019) but could also be linked to the cultural pressure on women to be modest and to 
never “blow their own horns” (Budworth & Mann, 2010). 
Age seems to be a differentiating factor for confidence levels. Zenger and Folkman (2019) 
showed that women under 25 are a lot less confident than men of the same age. Men in 
this age group appear to be a lot more competent than they really are and, by the age of 
40, the differences merge (Zenger & Folkman, 2019). In the age group, 60 and above, 
men become less confident than their women counterparts (Zenger & Folkman, 2019).  
Women’s lack of confidence emerges when they apply for promotions. Women only apply 
for a position if they consider themselves to be 100% qualified for the job, while men apply 
for positions if they think they have 60% of the qualifications (Kay & Shipman, 2014). Men 
consistently overestimate their own competence and performance, while women 
underestimate both (Kay & Shipman, 2014). Devillard et al. (2014) agree that women are 
less confident to become CEOs than men are. However, O’Neil et al. (2015) warn that 
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women’s lack of confidence should not be blamed for women’s not breaking the glass 
ceiling, but rather organisational systems and structures should be adjusted not to 
undermine opportunities for women. 
2.3.2.4 Specific Challenges and Barriers Relating to Basotho Women 
In Lesotho, there are many barriers that exclude Basotho women from leadership 
positions and, despite an increase in women’s participation in decision-making, there are 
still major barriers to overcome in the country (Ntho et al., 2015; Posholi, 2012). Ntho et 
al. (2015) conducted a mixed-method study (using qualitative and quantitative 
methodologies) amongst rural women in Lesotho and developed an ecological framework 
to discuss the challenges faced by Basotho women on a number of different levels. These 
levels include the individual level, family, community, institutional, policy and procedural, 
as well as societal levels. 
On a personal level, Ntho et al. (2015) mention the challenges of low self-esteem, lack of 
self-confidence, deficiency in leadership skills, low standard of education, socialisation 
and exposure, self-imposed oppression, and stereotypes. On a familial level, the 
challenges are domestic chores, child-rearing, lack of financial resources/freedom to 
support campaigning, and the unwillingness of families to support women financially 
(Ntho et al., 2015). On a community and institutional level, gender-based violence, 
religious indoctrination, and lack of support from spouses and in-laws are mentioned as 
barriers (Ntho et al., 2015). On a societal level, issues relate to the socialisation of 
children, lack of visionary leaders, and traditional communities fearing 
change/transformation (Ntho et al., 2015). There are very few support structures/systems 
for women leaders, and no innovative strategies to empower women and girls (Ntho et 
al., 2015). Culture and tradition are also barriers and leadership is perceived as a man’s 
role (Ntho et al., 2015). Society does not support women leaders, and there are many 
patriarchal attitudes in Lesotho (Ntho et al., 2015). 
While conducting research amongst women school principals in Lesotho, Komiti and 
Moorosi (2020) found gender discrimination and family responsibilities to be barriers to 
career advancement. Posholi (2012) identified conflict in family responsibilities, lack of 
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support systems at work, and lack of coaching and mentoring as barriers to career 
success. 
2.3.3 Strategies for Success 
Although there are no clear or established guidelines on how to successfully juggle 
careers and family life, Dowling (2019) suggests creative ways of dealing with the 
challenges. Rehearsing or practising how transitions will pan out, auditing and planning 
commitments, communicating priorities and commitments clearly, and thinking long term 
can all contribute to managing work-life balance challenges (Dowling 2019). Continuous 
learning, tenacity, luck and risk-taking are also proposed as strategies contributing to 
career progression (Ezzedeen & Ritchey, 2009). Assessing one’s values, talents and the 
importance of relationships and then having open, honest conversations with employers 
can contribute greatly to the achievement of work-life balance (Reed, 2016). Sanfilippo 
(2020) provides useful strategies for achieving work-life balance: accepting that there will 
never be a perfect balance, taking vacations, taking care of ones’ health, making time for 
oneself and loved ones, setting goals and priorities, finding a job one loves, unplugging 
from time to time, and setting boundaries. 
Sandberg (2013) suggests that women should progress their careers as much as possible 
before they embark on motherhood. Women walk the tightrope of being perceived as less 
ambitious or rude while ensuring they are heard (Sandberg, 2013). Sandberg (2013) 
considers the corporate ladder to be more like a jungle gym with many routes to the top, 
and suggests women focus on short- and long-term goals, rather than becoming 
despondent when being overlooked for promotions. Baumgartner and Schneider (2010) 
discuss women navigating their career progression by pursuing entrepreneurial 
opportunities after becoming disillusioned by the corporate glass ceiling. Pursuing 
entrepreneurial opportunities often results in high levels of satisfaction, advancement and 
confidence (Baumgartner & Schneider, 2010). 
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2.3.3.1 Confidence and Executive Presence 
Buj (2018) points out the importance of working hard on projecting confidence because, 
the more confident one appears, the more others will be convinced of one’s abilities. 
Moore and Diese (2018) urge women leaders to display confidence by stopping to 
apologise and not continually saying they are sorry. Scheepers and Chengadu (2018) 
agree women need to believe in their own abilities, ask for what they want, negotiate 
better packages, and stand up for themselves and for what is right. Women are also 
encouraged to overcome their shyness, express themselves clearly and confidently, stop 
being concerned about the perceptions of others, and address every difficulty with 
confidence and authenticity (Carmona, 2017). The internal barrier of lack of confidence 
needs to be pushed aside by belief in oneself and one’s competence (Carmona, 2017). 
Self-belief leads to more effective risk-taking and career success (Carmona, 2017). 
Executive presence is defined as the ability to inspire confidence from subordinates, 
colleagues and executives (Valentine, 2018, p. 1). O’Neil et al. (2015, p. 253) define 
presence as a combination of a woman’s self-confidence, self-worth, distinctive voice, 
style of engagement and contributions. Fortunately, projecting confidence is a skill, not a 
trait and, therefore, something that can be developed (Valentine, 2018). Valentine (2018) 
suggests that women should create a career vision and then articulate it clearly, gain 
feedback from others, develop outstanding communication skills, build networks and 
display political savvy, ensure their appearance is not a distraction, and learn how to 
manage stress. Lipkin (2019) advises women to take cognisance of the organisational 
norms and define for themselves what they think the organisation considers to be 
executive presence. Women with executive presence read and understand the needs of 
others, take care of the tone in which they speak, and own what they can contribute to 
the organisation with pride (Lipkin, 2019). Women leaders also need to plan their careers, 
set career goals, be open about these ambitions with the organisation, and practice self-
promotion, even if it might be challenging to some (Bates, 2013; Buj, 2018; Cunningham, 
2018; Moss-Racusin & Rudman, 2010). 
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2.3.3.2 Networks, Sponsors, Political Savvy and Building Social Capital 
The absence of female mentors, sponsors and role models for women in leadership 
positions are shocking realities (Carbajal, 2018; Chiloane-Tsoka, 2010; Hewlett et al., 
2010; Van Wyk, 2012). Women also lack access to supportive professional networks (Ely 
et al., 2011; Watkins & Smith, 2014). Human and social capital are critical to women’s 
career progression (O’Neil et al., 2015). Eagly and Carli (2019) agree that it is essential 
to build social capital at work, and attribute women’s difficulty in networking to the fact 
that pressures relating to domestic duties allow very little time for women to build 
professional networks and socialise with colleagues. Women leaders should find mentors 
(Buj, 2018), sponsors (Carbajal, 2018; Hewlett, 2013; Hewlett et al., 2010; Huang et al., 
2019) and network continuously (Chiloane-Tsoka, 2010). 
Women are encouraged to form their own networks by enlisting female leadership in the 
organisation and creating their own girls’ club (Elting, 2018). Buj (2018) agrees women 
leaders should build their networks inside the organisation and extend these networks 
outside the organisation. This will enable them to become aware of external career 
options if career progression opportunities arise (Buj, 2018). Hewlett and Rashid (2019) 
confirm that women leaders should build communities outside the company to develop a 
broader support system that will help them both to navigate the road and to achieve 
business results. Uzzi (2019) found women who have a close network of other females 
manage to obtain executive positions with greater ease and to negotiate better 
remuneration packages. 
Networking increases the likelihood of promotion and progression and is a critical method 
of building social capital (Carbajal, 2018). Ibarra et al. (2019) agree that networking has 
a significant impact on the career progression of women managers. Hewlett and Rashid 
(2019) urge organisations to help women establish networks, while Moore and Diese 
(2018) encourage women to work on their networking skills, and prioritise networking as 
a means to facilitate their own growth and development. According to Hewlett and Rashid 
(2019), networking and relationship building are essential elements of strengthening 
engagement and commitment. They can help women develop ties and ensure they 
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become visible, and networking and relationship building can provide organisational 
insights into the ways of achieving success (Hewlett & Rashid, 2019). 
Mentoring has been associated with promotions, improved work satisfaction and higher 
salaries, but it is no guarantee of success (Baumgarten & Schneider, 2010). Women 
leaders should make conscious decisions about mentors, rather than wait to be assigned 
a mentor, or they should reach out to successful colleagues and start building 
relationships (Baumgarten & Schneider, 2010). Women should also find mentors whom 
they can use as sounding boards (Buj, 2018). Hewlett (2013) believes that, although 
mentoring is a useful development tool, it will not significantly facilitate career progression, 
and that sponsoring is what is required to get to the top. Carter and Silva (2010) agree 
that mentoring might not necessarily be enough to ensure career advancement. Women 
receive more mentoring than men (Ibarra et al., 2019), but the fact that they are mentored 
and not sponsored might lead to slower career progression (Clerkin & Wilson, 2017). 
Wahler (2014) believes it is important to find a sponsor who is a disruptor and creative 
thinker, who will challenge one’s thinking and force one out of a comfort zone. 
Chengadu and Makan-Lakha (2017) advocate for more male sponsors in the workplace, 
and Carmona (2017) agrees, calling for men to actively sponsor women with potential 
and “propel them to success” (p. 236). Women need men as allies in the workplace 
(Clerkin & Wilson, 2017). 
Exercising political savvy is a useful strategy for women in management to adopt to 
ensure progression (Watkins & Smith, 2014). It involves carefully reading and 
understanding situations, and finding and using powerful networks at work (Watkins & 
Smith, 2014). These abilities can contribute to gaining respect in male-dominated 
environments (Watkins & Smith, 2014). 
2.3.3.3 Build Support Systems at Home 
Personal and professional social support help balance career and family priorities 
(Ezzedeen & Ritchey, 2009). Challenges related to work-family conflicts can be alleviated 
by informal support at work and at home (Powell, 2018). Support can be tangible 
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(assistance, advice and information) or intangible (trust, affection and affirmation) (Powell, 
2018). Baumgartner and Schneider (2010) suggest that establishing a good support 
system at home (family, friends and spouses) is the key to successful career and family 
management, and can serve as a mechanism to manage work-life balance. 
Rendon (2016) agrees that husbands, grandparents and family members are useful 
support systems for working women. Ezzedeen and Ritchey (2008) describe the vital role 
husbands play in the progression of women’s careers. The lack of support from husbands 
can become a barrier to progression (Namayandeh et al., 2010). Women provide more 
career support to their husbands than they receive and, generally, when big decisions 
need to be made, men tend to make the ultimate decision, even if women have successful 
careers and earn more than their husbands (Ahmed & Carrim, 2016). Hewlett and Rashid 
(2019) add that, in emerging markets, many grandparents actively participate in taking 
care of children, and working mothers also have access to affordable domestic help. A 
good social support system is positively associated with work-life balance (Ely & Carli, 
2019). 
2.3.3.4 Work Hard and Smart with Passion 
Hard work and passion are essential elements for career progression (Carmona, 2017). 
Delivering quality work and displaying excellence in all that one does is a prerequisite for 
leadership (Emmett & Wyatt 2011; Garvey & Lancaster, 2010; Poole, 2017; Ricketts & 
Ricketts; 2011). However, working hard alone is no guarantee of success (Wahler, 2014), 
although women leaders often think that is what will get them the reward they deserve 
(Hewlett et al., 2010). What is required is making a difference through improving 
efficiencies, saving costs, enhancing customer experiences or finding innovative ways to 
develop the organisation (Wahler, 2014). Women are encouraged to think and solve 
problems in non-linear ways (Wahler, 2014). 
Perseverance and resilience are also required to achieve success (Carmona, 2017). 
Ryan (2016) agrees, stating that working hard does not always lead to success and can 
lead to burnout. Ryan (2016) advocates career determination, taking responsibility for 
one‘s own career, and running one’s working life as a business. Schreuder and Coetzee 
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(2016) see passion at work as career commitment and suggest that it is closely linked to 
career motivation. Passion is also positively related to satisfaction levels at work, salary 
levels, the effectiveness of performance, and career success (Schreuder & Coetzee, 
2016). Ezzedeen and Ritchey (2009) found that the Protestant work ethic of hard work, 
as well as passion for the work, contribute to career advancement. Carmona (2017) 
summarises this beautifully when she quotes one of her research participants from 
Uganda, who stated that “prejudice falls away in the face of excellence” (p. 236). 
2.3.3.5 Educate and Involve More Role-players 
Ibarra et al. (2019) argue for the inclusion of a multitude of factors in the development of 
women leaders so as to avoid addressing the issue in a “social vacuum” (p. 39). This 
notion is supported by the perspective that leadership should be considered a social 
process rather than a set of attributes displayed by one individual (Stead & Elliot, 2009). 
Scheepers et al. (2017) refer to this as a developed ecosystem, which involves, inter alia, 
family and support structures. Bassioni et al. (2016) advocate the importance of total 
involvement of the entire family in women’s leadership development – only then will the 
perceptions of African societies start changing. 
Women and girls need the support of boys, men and extended families (Bassioni et al., 
2016). Communities need to be educated through workshops, lectures and seminars 
about the benefits of educating and empowering women (Bassioni et al., 2016). Women 
in universities and other careers should be supported and enlightened to achieve work-
life balance and career progress (Bassioni et al., 2016). Men should also pursue training 
at work that will lead them to become better sponsors of women in the workplace (Ali, 
2020). Raising awareness of subtle discrimination, and encouraging women and girls to 
take on traditionally male-dominated positions are all additional approaches that could 
enhance gender equality goals (Conceição, 2020). 
Individuals in dual-career partnerships need to be clear as to how they define work-life 
balance and family well-being, to express their needs clearly and then agree with each 
other on how this will be achieved (Powell, 2018). This should be done regularly, as 
careers progress, and individuals should take care not to fall into gender roles they might 
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not agree to (Powell, 2018). Levs (2015) provides a paradigm shift by stating that it is not 
only about educating men and about distributing domestic responsibilities, but rather 
about women allowing men to fulfil their role as caregivers at home. Men and women are 
urged to work together to build real gender equity (Levs, 2015). 
Scheepers et al. (2017) call for the development of policies and legislation at a macro 
level to allow women to be appointed in powerful political leadership positions. 
Governments should measure gender parity and provide financial and human resources 
to monitor, evaluate and reward the delivery of such goals (Scheepers et al., 2017). At 
the meso level, organisations should teach employees about conscious and unconscious 
biases and intentionally focus on unlearning such patriarchal mindsets (Scheepers et al., 
2017). Individual employees at all levels should also speak up and call out discriminatory 
practices (Scheepers et al., 2017). At a micro level, Scheepers et al. (2017) recommend 
that women undertake not to feel inferior and powerless in traditional settings, but to find 
and use their voices to negotiate winning solutions, embrace motherhood and 
professionalism, and own their ambition. 
Ntho et al. (2015) agree that, to bring about change in Lesotho, broader society needs to 
be involved. There is a dire need for programmes that will change societal norms and 
teach women and girls about gender and development (Ntho et al., 2015). 
2.4 Culture and Leadership 
Mbigi (2005) states that we are all products of our culture, and that cultural paradigms 
hugely influence the way leaders and employees view the world. Ayman and Korabik 
(2010) believe it is important to consider culture as part of the leadership experience. 
Cultural values affect the decisions leaders make and the way in which they lead (Ayman 
& Korabik, 2010). Specific cultural expectations could also shape how leaders interact 
with others (Lovell, 2013). Due to the high prevalence of diversity in the workplace today, 
it is imperative that leaders develop multicultural perspectives and understand how they 
are culturally different from others (Ayman & Korabik, 2010). Leaders ought to understand 
that their cultural values are different from others’ and then build the capacity to realise 
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that people from different cultures can share the same understanding of a situation 
(Ayman & Korabik, 2010). 
2.4.1 Cultural Dimensions  
Culture is a collective phenomenon with a variety of individuals in each collective 
(Hofstede, 2011). It is defined as “the collective programming of the mind that 
distinguishes the members of one group or category of people from others" (Hofstede 
2011, p. 3). Culture is often used to describe tribes or ethnic groups, and nations but can 
also be used to describe organisations (Hofstede, 2011).  As a result of the research 
Hofstede conducted in IBM between 1967 and 1973, and the contributions of Michael 
Harris Bond and Michael Minkov in the World Values Survey (Minkov & Hofstede, 2010), 
six cultural dimensions were developed: power distance index, individualism vs. 
collectivism, uncertainty avoidance, masculinity vs. femininity, long-term orientation vs. 
short-term orientation and indulgence vs. restraint (Hofstede, 2011).  These dimensions 
were extended to nine dimensions in the Globe Project (Gunnell, 2016).  
2.4.1.1 The GLOBE Project’s Nine Cultural Dimensions 
The Global Leadership and Organizational Behavior Effectiveness (GLOBE) project 
developed a framework for studying culture (Guthey & Jackson, 2011). The project 
explores the effects of culture on leadership and organisational effectiveness, and has 
devised a range of cultural dimensions against which different societies are compared 
(Dorfman et al., 2012). The GLOBE project, which researches culture using more than 
170 researchers from more than 60 countries, started in 1993 and is still in operation 
today (Stumpf, 2011). The GLOBE project developed nine dimensions to study different 
cultures (Dorfman et al., 2012; House et al., 2014): 
1. The first dimension measures power distance, which is the extent to which cultures 
are comfortable with an unequal distribution of power and status. Cultures with 
high power distances respect elders and concentrated power. 
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2. The next dimension determines the degree to which people are comfortable with 
ambiguity, risk and uncertainty, and is referred to as uncertainty avoidance. 
Cultures with high uncertainty avoidance prefer structure, rules and order. 
3. Institutional collectivism encourages individuals to be integrated into larger groups 
and societal institutions. Cultures with high institutional collectivism value group 
loyalty and are comfortable with the distribution of resources amongst the group. 
4. The next dimension measures in-group collectivism, in which cultures encourage 
individuals to express their pride and cohesiveness towards the collective. 
Individuals are grouped into those who are part of the in-group and those who are 
not. 
5. Gender egalitarianism determines the extent to which males and females are 
treated equally. Cultures with high gender egalitarianism have many women in 
power and present women with many opportunities to lead and flourish. 
6. Assertiveness measures the degree to which individuals are either aggressive and 
forceful or cooperative and compassionate. Cultures that have high assertiveness 
levels are often competitive, and direct with a lot of individual initiative. Low levels 
of assertiveness indicate that high importance is placed on compassion, 
consensus and joint decision-making (Dorfman et al., 2012; House et al., 2014). 
7. Future orientation relates to focusing on the long term and delaying gratification, 
as opposed to short-term-focused, impulsive behaviour.  
8. Cultures with high humane orientation value fairness, altruism, kindness and 
generosity, whereas cultures with low humane orientation are driven by egotism.  
9. Finally, the performance orientation dimension measures the extent to which 
cultures value excellence, innovation and high standards. Cultures with high 
performance orientation also value materialism and competitiveness.  
2.4.2 Perspectives of Leadership in the African Context 
Africa has a rich history of exceptional world leaders, like Nelson Mandela, Julius Nyerere, 
Steve Biko, Kwame Nkrumah, and Nobel prize winners, Kofi Annan, Ellen Johnson 
Sirleaf, Leymah Gbowee, Nadine Gordimer and Wangari Maathai (Aljazeera, 2019; 
Eckert & Rweyongoza, 2015). Africa also contributes significantly to leadership 
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philosophy through the concept of Ubuntu (Eckert & Rweyongoza, 2015; Karikari & 
Brown, 2018; Ncube, 2010). 
Given the size of the continent and the extensive national, tribal, ethnic and religious 
diversity, the term African leadership may be too broad and may hold multiple and 
sometimes conflicting meanings and connotations for different people (Bolden & Kirk, 
2009). Bolden and Kirk (2009) revealed that the term African leadership provoked a 
positive emotion in 50% of their respondents, for 30% it had negative connotations, and 
20% felt neutral about the term, stating that leadership in Africa is no different from 
elsewhere. To avoid confusion, the term leadership in the African context will be used in 
this research instead of African leadership. 
2.4.2.1 The GLOBE Study in the SSA Context 
As part of the GLOBE study, 818 middle managers from 263 organisations in five SSA 
countries (Namibia, Nigeria, South Africa [Black sample only], Zambia and Zimbabwe) 
were surveyed, leading to useful insights into African leadership culture (Littrell et al., 
2013; Wanashika et al., 2011). The sampled African societies displayed high scores in 
assertiveness, in-group collectivism and power distance dimensions, and low scores in 
gender egalitarianism (Wanashika et al., 2011). SSA societies also displayed tendencies 
to maintain close family relationships, to take pride in and feel loyalty to family, and to rate 
organisations as very important (Wanashika et al., 2011). There was a strong desire to 
see more humane orientation being practised (Wanashika et al., 2011). All other 
dimensions were of average importance (Wanashika et al., 2011). 
2.4.2.2 Themes to Describe Organisational Structures and Leadership 
Characteristics in SSA 
Dorfman et al. (2012) provide five themes to describe organisational structures and 
leadership characteristics in the SSA region: 
1. The first theme is Ubuntu (Karikari & Brown, 2018), which acknowledges the 
interdependence of humans and endeavours to create goodwill and cooperation 
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amongst all people (Dorfman et al., 2012). The focus is usually on the tribe and, 
the philosophy is underpinned by such values as respect, dignity, tolerance, 
forgiveness and mutual benefit (Dorfman et al., 2012; Karsten & Illa, 2005; Mbigi, 
2005). 
2. The second theme involves group solidarity that expects loyalty, collaboration and 
service to the family, clan, tribe, team or other in-groups (Dorfman et al., 2012). 
3. The third theme reflects traditional patriarchal and patrimonial male dominance, 
with a minimal role for women leadership and governance (Dorfman et al., 2012). 
4. The fourth theme reflects colonial, European dominance that suppressed the 
presence of Ubuntu (Dorfman et al., 2012). 
5. The fifth theme still evident in SSA relates to the prevalence of corruption, poverty, 
tribalism and violence (Dorfman et al., 2012). In the fifth theme, leaders are viewed 
negatively, while followers experience feelings of helplessness, leading to 
tolerance of corruption, nepotism and occasional violence (Dorfman et al., 2012). 
These themes create an image of the African “strong man”, who enriches himself, 
imposes his own will, and uses any means to stay in power (Dorfman et al., 2012). When 
comparing the study of SSA by Dorfman et al. (2012) and the GLOBE study of Africa, 
there are four overlaps (Wanashika et al., 2011). Both studies found that in-group 
collectivism, patriarchal gender inequality, loyalty towards the family or tribe, and a desire 
for a more humane (Ubuntu) orientation were pertinent issues in explaining culture in the 
context of SSA. 
2.4.2.3 Postulated Strengths Amongst African Leaders 
The Center for Creative Leadership (CCL) conducted a study where 3114 raters 
assessed the strengths of 381 African leaders across 11 African countries (Eckert & 
Rweyongoza). In all 11 countries, leaders were perceived as being highly skilled at putting 
people at ease, being fast and agile learners, leading in diverse environments, being 
resourceful and able to find creative solutions, and having a high focus on results (Eckert 
& Rweyongoza, 2015). The risk factors for leaders in Africa, however, were highlighted 
as their having a too narrow functional focus, having difficulty in building and leading a 
50 
team, failing to meet business objectives, having problematic interpersonal relationships, 
and having difficulty in changing and adapting (Eckert & Rweyongoza, 2015). 
Wanashika et al. (2011) conducted a media analysis to provide a qualitative assessment 
of leadership and culture in the region. The study used popular news and media 
publications in SSA and scanned cultural and leadership themes for a period of two 
weeks. The themes of corruption, poverty, tribalism, violence, desire for change and 
economic development emerged (Wanashika et al., 2011). When respondents were 
asked to describe outstanding leadership, the characteristics of charismatic/value-based 
leadership that includes realistic vision, high performance orientation, integrity and 
decisiveness, as well as team-oriented, participative, humane oriented, autonomous and 
self-protective leadership were prevalent (Wanashika et al., 2011). All these approaches, 
except the humane approach, are consistent with preferred leadership styles across the 
globe (Bolden & Kirk, 2009). 
Vilakati (2016) calls for the reclamation of Africa’s leadership wisdom, its values, attitudes 
and behaviour, and placing the human face of life in the centre. Africa’s historical and 
cultural roots need to be considered, and a sense of humanity needs to be discovered, 
especially through the critical value of Ubuntu (Vilakati, 2016). African leadership is 
viewed as a “dynamic collective, shared, integrated system serving multiple stakeholders 
through multiple purposes” (Vilakati, 2016, p. 487). 
Rukuni (2010) defines the specific standards of African leadership wisdom by describing 
positive leaders as people displaying a spiritual dimension and maintaining strong 
relationships with followers, while involving them in decisions that affect them. Such 
successful leaders also appreciate diversity, use thorough discussions to get consensus, 
and refrain from imposing their ideas upon all followers (Rukuni, 2010). 
Mbigi (2005) proposes an African leadership paradigm in which he uses Greenleaf’s 
(1996) servant leadership practices to articulate the paradigm. These practices include 
listening, empathy, persuasion, healing, self-discipline and consciousness. 
Mbigi (2005) introduces a number of different African leadership theories that contribute 
to building an understanding of leadership in the African context: The Corpse Shadow 
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Transformation Theory addresses dealing with unresolved hurts or conflicts by listening 
to and caring deeply for those who have experienced tragic events. The Dandaro 
Renewal Theory is a tradition in which an all-night renewal ceremony is held when a 
community is faced with a daunting challenge and stress needs to be reduced, to discover 
new insights to address the challenge. The Mukwerera Inclusive Strategy Theory honours 
fertility and production spirits; mass rallies are held just before the rainy season; similar 
rallies can be used as strategic forums to mobilise action and reward heroes of 
production. The African Spirit Hierarchy Theory encourages the awakening of creativity 
and tapping into the collective cultural, emotional and spiritual dimensions of the 
community; myths, storytelling, rituals, ceremonies, dancing and music all contribute to 
the release of creativity. The Wounded Soul Theory addresses the need to overcome 
personal trauma. Finally, the Nhorowondo Roots of Origin Theory relates to the need for 
leaders and followers to understand and acknowledge the historical origins and evolution 
of a concept before it is possible to move into the future (Mbigi, 2005). 
2.4.2.4 Kuada African Leadership Model 
Kuada (2010) presents a conceptual African leadership model, where the macro culture 
in which leaders and followers are raised has a critical influence on how leaders lead and 
followers follow. The macro culture has an impact on the leadership goals and style and 
affects how the leader allocates resources and makes decisions. It also has an impact on 
leadership behaviour and decisions and, therefore, ultimately on personal achievements 
and the organisation’s performance (Kuada, 2010). Figure 2.3 below illustrates how these 
elements are integrated. 
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Figure 2.3  
An African Leadership Model 
 
Note. Adapted from “Culture and Leadership in Africa: A Conceptual Model,” by J. Kuada, 2010, 
African Journal of Economic and Management Studies, 1(1), 9–24. Copyright 2010 by Kuada. 
Kuada (2010) describes the macro culture in Africa as humanistic, and explains how this 
culture leads to personal and social goals being predominately family and collectively 
oriented, with a need to maintain the status quo. The leadership style tends to be 
transactional, autocratic, humanistic and benevolent. Resource allocation reflects a 
preference for self and family, and favouritism (Kuada, 2010). All these factors influence 
behaviour, decision-making and, ultimately, performance (Kuada, 2010). 
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2.4.3 Perspectives of Women Leadership in the African Context 
The GLOBE (2011) study provides insights into women in the African culture and 
indicated a low score for gender egalitarianism (Wanashika et al., 2011). This deficiency 
in gender egalitarianism is underpinned by practices of male dominance, polygamy, 
patrimony and patrilineage (Wanashika et al., 2011). The result is that women still today 
fulfil specific gender roles and occupations. The paternalistic nature of relationships is 
evident in all the five GLOBE countries surveyed (Namibia, Nigeria, South Africa [Black 
sample only], Zambia and Zimbabwe) (Wanashika et al., 2011). Men are the heads of 
their families and are responsible for their safety and economic needs (Wanashika et al., 
2011). 
2.4.4 Patriarchy and Male Dominance 
Patriarchy is alive and well in Africa today and is considered a fundamental barrier to the 
advancement of women (Chengadu & Makan-Lakha, 2017; Chiloane-Tsoka, 2010; 
Chwarae Teg, 2015; Dorfman et al., 2012; Ntho et al., 2015). Patriarchy is defined by 
Ifechelobi (2014, p. 17) as a male-dominated society, where men exert their dominance 
over females and women are required to be subordinate. Africa is traditionally a 
patriarchal society in which “women are systematically disadvantaged, subdued and 
oppressed” (Ifechelobi, 2014, p. 18). 
In Lesotho, men are traditionally considered to be superior and their status divinely 
sanctioned (Phohlo, 2011). Certain social-cultural perceptions and values oppress 
women’s attitudes and prevent women from fulfilling leadership positions and taking risks 
in business (Chiloane-Tsoka, 2010). Patriarchy makes women more vulnerable, resulting 
in their becoming victims of crime and violence (Chiloane-Tsoka, 2010). 
In SSA in particular, gender inequalities remain inescapable, with women facing high 
levels of inequality and discrimination, economic constraints, low political participation 
and empowerment, low educational attainment, poor health, cultural and religious 
restrictions and injunctions, a high burden of family responsibilities, and fewer 
opportunities than men in economic and social activities (Azuh et al., 2017). Wallace and 
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Smith (2011) add that, throughout Africa, working women experience male dominance, 
unsupportive husbands, inferiority complexes of husbands, subtle discrimination and 
gender stereotyping. Wanashika et al. (2011) believe that gender egalitarianism is 
emphasised by practices of male dominance, so that women today still fill roles and 
occupations that adhere to gender specifications. 
Africa constructs gender in ways that prioritise the interests of men in the religious, social 
and professional domains (Mwatsiya, 2019). Zikhali and Smit (2019) report that many 
cultures openly consider males as superior and females as inferior and, if women try to 
take on a different role, they are shunned. In South Africa, patriarchy or androcentrism 
persists (Chiloane-Tsoka, 2010). The world is viewed from a man’s perspective, resulting 
in barriers to women’s progress (Chiloane-Tsoka, 2010). Basotho culture is built upon this 
principle of patriarchy (Chwarae Teg, 2015; Ntho, 2011; UNDP, 2017). Chwarae Teg 
(2015) found that men are considered to be the head of the household in Basotho culture. 
Leadership is perceived as a man’s role, and men use the system to their advantage by 
continuously suppressing women in issues of leadership, despite the gender frameworks 
in the country (Ntho et al., 2015). 
2.4.4.1 Male Dominance at Work 
Although huge progress has been made to allow women to participate in the workforce 
(almost 50% of the workforce today is female), worldwide, men still dominate the C-suite 
(Moore & Diese, 2018). The C-suite refers to the group of positions held by the senior 
executives who head up an organisation (Bloomenthal & Anderson, 2020). Eagly and 
Carli (2019) asserted that women in top positions are “as rare as hen’s teeth” (p. 1). 
Women in Africa find it difficult to be appointed into leadership positions (Kabashiki, 2014), 
and they are largely excluded from leadership positions in the job market (Mwatsiya, 
2019). Organisations are generally male-dominated, and the proportion of positions 
occupied by women in leadership remains well below 30% (Chengadu & Makan-Lakha, 
2017; UNDP, 2017; Zikhali & Smit, 2019). 
In Lesotho, there still is a poor representation of women in political and economic 
leadership positions (UNDP, 2018) and, according to Malupe (2013), men still dominate 
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economic decision-making in both public and private sectors. This low representation of 
women in high economic decision-making positions means women’s voices are largely 
unheard in terms of influencing gender-sensitive economic planning (Malupe, 2013). The 
majority of men also do not see women as their peers (UNDP, 2018). 
2.4.4.2 Men Seem to Have an Easier Life 
Due to the patriarchal system and the fact that the interests of men are prioritised above 
those of women (Mwatsiya, 2019), it seems men generally have an easier life. Moore and 
Diese (2018) and Kiaye and Singh (2013) found that women need to work “twice as hard 
to prove themselves to top leaders” (p. 113). Eagly and Carli (2019) add to this perception 
by asserting that, even if men and women have the same qualifications, men are 
promoted more quickly than women and, as men have fewer family responsibilities, they 
are able to obtain superior qualifications (Eagly & Carli, 2019). 
At home, there also seems to be an unequal distribution of unpaid labour in domestic 
duties (Stout-Rostron, 2017). Although men are becoming more involved in family duties, 
women still “carry the bulk of the burden, juggling multiple roles” (Klenke, 2018, p. 71). 
Thompson (2013), Reed (2016) and Smith and Johnson (2020) all concur that women 
take on most of the domestic duties. The term, second shift, was coined by Hochschild 
(1989) to explain the notion that working women perform far more unpaid household 
duties than their husbands or partners. Thompson (2013) provides statistics relating to 
the average hours of housework per week as 18 for women and 10 for men. That is a 
huge improvement from 1965, when the ratio was 32 hours per week for women and four 
hours for men (Thompson, 2013). Smith and Johnson (2020) claim women do almost 
twice the amount of household and childcare duties as men, and suggest men need to 
become equal partners at home by doing their fair share of childminding and household 
chores. Fathers would then become better role models to their boy and girl children (Smith 
& Johnson, 2020). Reed (2016) illustrates the imbalance by providing the average years 
of unpaid labour for caregiving responsibilities as 11.5 years for women versus 1.3 years 
for men. Forty per cent of highly qualified women with spouses feel their husbands create 
more work at home than they perform (Hewlett & Luce, 2019). 
56 
2.4.4.3 Men Seem to Have More Confidence 
Kay and Shipman (2014) suggest men are more self-assured than women. A study at 
Hewlett Packard Corporation revealed women would only apply for a position if they 
considered themselves to be 100% qualified for the job, while men would apply for 
positions if they thought they had 60% of the qualifications (Kay & Shipman, 2014). Men 
also consistently overestimate their own competence and performance, while women 
underestimate both (Kay & Shipman, 2014). Ibarra et al. (2019) agree, stating that, unlike 
women, men will nominate themselves even though they do not have all the requirements 
for the position. Men are also more likely than women to put themselves forward for 
leadership positions (Hoyt, 2010) and, when men are asked to rate their own 
performance, they rate themselves significantly higher than women rate themselves 
(Paustian-Underdahl et al., 2014). 
However, Guillén et al. (2018) disagree with the above research and found that, although 
there might be a perception that men are more confident than women at work, there is no 
evidence that there are consistent gender differences in self-confidence in the workplace. 
2.4.4.4 The Boys’ Club 
The boys’ club refers to an informal networking system in which men use their positions 
and influence to benefit other members of the club (Nelson, 2017). A number of authors 
confirm the existence of the boys’ club in organisations and the ease with which it is 
created and accessed (Baumgartner & Schneider, 2010; Chengadu & Makan-Lakha, 
2017; Padayachee, 2013; Perrault, 2015). In general, men use their networks more 
effectively than women (Van Emmerik Euwema et al., 2006). Klenke (2018) confirms the 
existence of a boys’ club by stating that women leaders are often excluded from the male-
dominated informal network, equating it to a glass wall – an analogy for the barrier 
between women executives and the “inner sanctum of senior male executives” (p. 6). 
Eagly and Carli (2019) agree that influential networks at work are almost entirely made 
up of men. 
57 
Zikhali and Smit (2019) corroborate the existence of the boys’ club by which men use 
their network to encourage and support each other to attain senior-level promotions. It is 
very difficult for women to break into these networks, especially when these networks use 
masculine activities, such as hunting or fishing, to interact (Eagly & Carli, 2019). Clark 
and Kleyn (2011) list exclusion from male social networks as a barrier to women’s 
leadership success.  
Sperling et al. (2014) state that it is culturally challenging for women to have lunch with 
male colleagues or stay late at the office after hours. Hewlett et al. (2010) confirmed the 
complexity of male sponsors spending time with younger female protégés and these 
relationships then being labelled as being more than professional. 
2.4.4.5 The Gender Wage Gap 
The gender wage gap is defined as the measure of what women earn relative to men, 
and the bottom line is, working men are paid more than working women (Gould et al., 
2016). Throughout the world and in many different contexts, many women are paid less 
for performing the same work as men (Christofides et al., 2013; World Economic Forum, 
2015). Conceição (2020) adds that, although women work longer hours than men do, 
they are paid less. The gender wage gap remains a global reality and confirms gender 
inequality and discrimination in the workplace (Baker et al., 2020; Berman, 2018; Clark, 
2018; Eagly & Carli, 2019; Fotinatos-Ventouratos, 2019; Klenke, 2018; Sandberg, 2013). 
While the number of women in leadership positions is steadily increasing, women are not 
yet close to being paid equitable salaries (Klenke, 2018). Throughout Africa, women earn 
different wages, do not receive equal education, are not always treated equally before the 
law, and have unequal access to land, credit and infrastructure (African Development 
Bank, 2015; Department of Trade and Industry, 2011). 
Kleven et al. (2018) investigated the motherhood penalty concept in Denmark and found 
women’s salaries dropped after having their first child and continued to do so throughout 
their careers, with working women earning, on average, 20% less than their male 
colleagues. The motherhood penalty seems to be a reality throughout the world (Gould 
et al., 2016). Goldin (2014) found the gender wage gap in the USA to be at its largest for 
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women between the ages of 30 and 40, which is when they are most likely to have their 
children. Payscale (2020) produces the gender pay report annually and found that, over 
time, the gender pay gap is slowly diminishing but still exists. The gap is wider for women 
of colour and at executive levels (Payscale, 2020). As many organisations seem to be 
unaware of the pay differences based on gender, it is recommended that organisations 
measure the extent of the problem and implement plans to overcome the inequities 
(Payscale, 2020). 
2.4.4.6 Discriminatory Laws and Practices in Lesotho 
Lesotho’s customary law is known as the Laws of Lerotholi and, despite the fact that many 
of these laws have been replaced by legislative action aimed at gender equality, certain 
sections of these laws still remain in practice today, many decades after independence 
(Chwarae Teg, 2015; Juma, 2011). Basotho women experience barriers to attaining 
leadership positions due to discriminatory laws and practices (Chwarae Teg, 2015; 
Malephane & Nkuebe, 2015). Traditionally, women have no power, authority, right or 
privilege unless it is granted by a male, as the wife is seen as the property of her husband 
(Stottard, n.d.). 
Before 2006, laws existed that condoned early childhood marriages, stated that married 
women could not own land, and needed a signature from their husbands or a male relative 
to obtain a loan or have medical surgery (Seitz, 2010). The removal of these laws and 
their replacement by the Legal Capacity of Married Persons Act of 2006 created legal 
equity between men and women (Seitz, 2010). The Land Act of 2010 also contributed to 
legal gender equality, as it allowed women to register land in their names (Ntho et al., 
2015). These laws were strengthened by the Lesotho Gender Policy of 2003. 
In practice, though, there is still conflict between common and civil law and traditional 
culture (Chwarae Teg, 2015). Although the laws and policies exist, in reality, the mindsets 
of the people have not yet changed, and many people, especially in the rural areas, are 
ignorant of the laws (Ntho et al., 2015). These laws are not enforced and policies are not 
implemented (Ntho et al., 2015). Although the constitution of Lesotho prohibits gender 
discrimination, most Basotho (59%) still support the law that allows only sons to succeed 
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to chieftainship (Malephane & Nkuebe, 2015). Generally, Basotho women are not yet fully 
“empowered to make decisions affecting their lives” (Genderlinks, 2015, p. 6). 
2.4.4.7 Cultural Expectations and Stereotypes 
Women have been at the receiving end of cultural biases for many centuries and these 
stereotypes are very difficult to eradicate (Zenger & Folkman, 2019). Chiloane-Tsoka 
(2010) asserts that women are encircled by barriers preventing them from advancing to 
leadership positions, and lists culture and tradition as the primary barriers. Sociocultural 
perceptions and societal values are oppressors preventing women from leading in 
business (Chiloane-Tsoka, 2010). Chengadu and Makan-Lakha (2017) suggest “the 
weight of tradition is very strong” (p. 25). Culture plays a complicated role in women 
leadership and that has had a huge impact on how women perceive themselves 
(Chengadu & Makan-Lakha, 2017). Higham et al. (2015) believe cultural socialisation 
plays a critical role in influencing someone to take up a leadership position or not. 
Men and women are socialised into traditional gender roles, where boys are taught from 
an early age to be strong, and girls are taught to be perfect and obedient (Maseko, 2013). 
Girls are taught to perform women’s duties, while boys are taught to be masters of the 
world (Zikhali & Smit, 2019). Modesty is expected even of highly accomplished women 
(Eagly & Carli, 2019). One of the greatest challenges of managing a work-life balance is 
the requirement to meet cultural expectations about having children (Cho et al., 2015). 
Certain cultures can complicate women’s career ambitions and progression (Chengadu 
& Makan-Lakha, 2017). Eagly and Carli (2019) confirm that women experience cultural 
pressure to interrupt their careers, take more days off, and work part-time rather than full-
time. 
In Lesotho, the barriers women experience, which exclude them from leadership positions 
and negatively affect them, are deeply rooted in the Basotho culture, tradition and social 
norms (Ntho et al., 2015). Traditionally, women and men have very particular and defined 
roles in society, with men tending to animals and women working in the fields to feed the 
family (Beiroth, 2017; Obioha & T’soeunyane, 2012). Women are not allowed to assume 
chieftaincy and there are certain dress code norms; for instance, women are expected 
60 
not to wear trousers when they met with the chief, and married women are expected not 
to wear miniskirts (Beiroth, 2017; Malephane & Nkuebe, 2015). Women also have roles 
to fulfil during funeral rites (Beiroth, 2017). Funerals take place on Saturdays, but a lot of 
work is required beforehand, and women must adhere to certain clothing norms, such as 
wearing long sleeves and head coverings (Beiroth, 2017). However, in urban areas, there 
have been some social changes: Traditional roles are no longer as clearly defined 
(Beiroth, 2017) and many laws have been put in place to try to make gender equality a 
reality (UNDP, 2014). 
Inandi (2009) suggests that gender stereotypes create a basis on which prejudice is built 
that sometimes prevents women from progressing. These prejudices often originate in 
the family, where it is held that motherhood and being a good wife should be prioritised 
above career advancement (Inandi, 2009). 
Another prejudice concerns ageism. 
2.4.5 Ageism in Basotho Culture 
Ageism is defined as prejudice against someone based on their age (Chipfupa, 2016; 
Nelson, 2016; Smedley & Whitten, 2017). Ageism occurs in the workplace when an 
employee is disadvantaged, stereotyped or discriminated against based on their age 
(Smedley & Whitten, 2017). Ageism is widespread in organisations and potentially 
impacts all age groups (Smedley & Whitten, 2017). One in three people believes ageism 
is more prevalent today than five years ago (Smedley & Whitten, 2017). 
In Basotho society, the belief is held that elders fulfil an essential role and so deserve to 
be treated with the utmost respect (even more than anyone else in society) (Beiroth, 2017; 
Obioha & T’soeunyane, 2012). Traditionally, elders had the right to discipline and educate 
not only their family members but anyone in broader society (Beiroth, 2017). This has 
changed in modern, urban society and elders seldom fulfil that role today (Beiroth, 2017). 
However, elders still demand respect and, if an elder requests a younger person to 
perform a task, the younger person has very little right to refuse (Beiroth, 2017). Obioha 
and T’soeunyane (2012) report that Basotho people believe elders are closer to God than 
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the rest of society, can bestow blessings directly from God and, therefore, need to be 
revered. In Basotho culture, it is considered disrespectful for younger people to speak to 
the elderly as equals, and such values and norms extend past family structures to the 
broader Basotho society (Beiroth, 2017). 
2.5 Leadership Development 
Leadership development is a complex concept (Dalakoura, 2010; Day et al., 2014) and is 
both an art and a science (Hrivnak et al., 2009). It has been defined as increasing a 
person’s capability to be effective in leadership roles and processes (Klenke, 2018). This 
development can be achieved by providing education, training and development, either 
in-house and company-sponsored or formal academic undergraduate training (Klenke, 
2018). Although there has been significant growth in interest in the field of leadership 
development in the last two decades (Schedlitzki & Edwards, 2014), leadership 
development still faces many challenges (Philips et al., 2012). 
Short et al. (2013) advocate that leadership development should be focused on the 
development of the leadership capacity of the whole organisation rather than on the 
development of an individual leader’s skill. It should, therefore, be of critical importance 
to senior executives, and should build capacity to deal with challenges that are unique to 
the organisation’s context and changing environments (Short et al., 2013). Lovell (2013) 
is of the same mind and states that leadership development should not only be focused 
on individual development but should also address how the organisation solves collective 
problems. 
2.5.1 Leadership Development in the African Context 
Adeyemi (2017) postulates there is an acute need to develop a new generation of African 
leaders to address the enormous challenges Africa faces today. Eckert and Rweyongoza 
(2015) agree that Africa desperately needs effective leadership. The time is ripe to 
develop leaders with exceptional character and skills: Such leaders are critical to the 
development of Africa (Adeyemi, 2017). Leadership development processes should be 
inclusive and democratic to enable large parts of the population at all levels of society to 
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access this development (Adeyemi, 2017). The approach to African leadership 
development also needs to change, as current methods of development continue to 
disappoint and do not deliver the required depth of leadership (IDM, 2015). 
When considering leadership development in the African context, it should be noted that 
western individualistic approaches fail to embrace the holistic and relational nature of 
African thought and behaviour (Vilakati et al., 2013). Current leadership development 
frameworks do not consider contextual variables, such as the new economy, change and 
transformation, diversity management, and the complexity of the emerging leadership 
context (Vilakati et al., 2013). According to Vilakati et al. (2013), there are no distinctive 
processes or programmes of leadership development in the traditional African context, 
and there is resistance to some of the current leadership development initiatives. When 
leadership development programmes reduce people to a set of skills and behaviour, and 
when people are valued only for what they know and do, it is believed that a disconnect 
is created between Africans and their existential purpose and motivation (Vilakati et al., 
2013). 
Eurocentric leadership philosophies are unsuitable for developing culturally relevant 
leaders in the emerging economy because leadership and management challenges in 
Africa are rooted in very different cultural, political, economic and social contexts (Vilakati 
et al., 2013). Rukuni (2010) argues that African wisdom needs to be taught and applied 
to create robust leadership systems in Africa, and that this wisdom should be shared with 
the rest of the world. 
2.5.2 Leadership Development for Women 
Although it is true that women have very specific development needs (O’Neil et al., 2015), 
it seems as though development frameworks specifically tailored for women have not yet 
been fully researched (Gipson et al., 2017). Research to date focuses mostly on 
recommending interventions to enable organisations to develop their women leaders, 
instead of implementing the recommendations and evaluating the effect of the 
interventions (Gipson et al., 2017). 
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Ely et al. (2011) found that, when leadership development is considered, social structures 
such as gender are often neglected. When leadership development for women is 
considered, many efforts fail to provide a comprehensible, practical and theoretically 
sound framework for designing appropriate programmes (Ely et al., 2011). Two 
approaches that are often followed are, firstly, the add-women-and-stir approach, where 
the same programme is delivered, irrespective of gender; and secondly, the fix-the-
women approach, which assumes women need to be educated to compete successfully 
with men (Ely et al., 2011). Any development process for women should be grounded in 
the awareness and integration of women’s subjective experiences (Gipson et al., 2017). 
Heightened awareness, continued dialogue and collective action are the requirements for 
developing women leadership in the workplace (Valerio, 2009). 
Ely et al. (2011) present a useful framework in which they propose two related concepts 
that are critical to dealing with gender differences in leadership development: The first, 
second-generation bias, prevents women from advancing due to pervasive beliefs 
resulting in subtle and complex forms of discrimination (Ely et al., 2011; Gipson et al., 
2017). The second concept, identity work, relates to women’s constructing a sense of 
leadership identity through active exploration (Ely et al., 2011; Gipson et al., 2017). 
Leadership development efforts should recognise and integrate the unique experiences 
women have and address the biases prevalent in the workplace (Ely et al., 2011; Gipson 
et al., 2017). 
2.5.3 Leadership Competencies 
Cumberland et al. (2016, p. 303) define competency as the specific knowledge, skill and 
characteristics essential to be successful in a position. Quintana et al. (2014, p. 515) add 
abilities and attitudes to the definition. Kim and McLean (2015) contribute traits, motives, 
personality, personal character, values and behaviour to the list, and describe a 
competency as an underlying characteristic that results in effective and superior 
performance. When organisations seek to recruit executive talent, entry-level leadership 
competencies top the list of requirements, followed by industry-specific experience and 
functional/technical expertise (DuBrin, 2012). 
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Giles (2016) conducted research across 15 countries and found the following top seven 
leadership competencies: has high ethical and moral standards, sets general direction 
and provides goals, clearly communicates expectations, has the flexibility to change 
opinions, is committed to ongoing staff development, communicates regularly and openly, 
and is open to new ideas and approaches. The CCL (2020) interviewed over 1000 
leaders, and found executive communication, execution and results, influence, strategic 
perspective, and working across boundaries to be critical leadership competencies. 
Kotter (2013) believes leadership happens at all levels in the organisation and is not about 
attributes but rather involves certain behaviour. Kotter (2013) identifies behaviour, such 
as creating powerful visions, getting people to buy into the visions, empowering followers 
and bringing about successful change as essential features of effective leadership. 
Ryan et al. (2012) cluster leadership competencies into six general categories: how to 
manage tasks and processes, how to relate to others, how to lead others, how to manage 
others, how to think and solve problems, and how to manage oneself. The authors found 
leadership competencies that were predictors of business unit profitability in North 
America and the European Union. These competencies included team leadership, 
developing others, achievement orientation, and impact and influence (Ryan et al., 2012). 
The Society for Human Resource Management ([SHRM], 2008) bases its leadership 
competencies on the Center for Creative Leadership’s Model of Leader Competencies, 
in which essential leadership competencies are structured according to leading self, 
leading others and leading the organisation (SHRM, 2008). Leading self involves 
demonstrating ethics and integrity, being driven, living on purpose, having self-awareness 
and self-management, being adaptable and being a lifelong learner. Leading others 
covers communicating effectively, developing subordinates, building relationships and 
teams, and valuing diversity (SHRM, 2008). Leading the organisation includes change 
management, problem-solving, decision-making, risk-taking and innovation, vision and 
strategy, work management, business acumen and organisational savvy (SHRM, 2008). 
Pollack (2016) provides a three-tiered leadership competency model. The base of the 
triangle contains the core competencies (personal skills) that need to be in place, followed 
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by the leadership competencies (that will lead the organisation to success); and finally, 
the professional competencies (knowledge of processes and systems, leader controls, 
industry knowledge, job-specific competencies) (Clark, 2016; Pollack, 2016). Figure 2.4 
illustrates the three tiers of the competency model. 
Figure 2.4  
Leadership Competency Model of Pollack (2016) 
 
Note. Adapted from Cheatography, by D. Pollack, 2016, cheatography.com/davidpol/ and 
cheatography.com/2754/cs/5899/. Copyright 2016 by D. Pollack. 
Figure 2.4 shows that, to be an effective leader, more core competencies than 
professional competencies are required to be in place. The leadership competencies 
model of Jantti and Greenhaigh (2012) includes competencies such as managing vision 
and mission, political savvy, strategic agility, business acumen, developing others, and 
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negotiating. The model is used to obtain 360-degree performance feedback to staff, and 
to improve self-efficacy and leadership performance (Jantti & Greenhaigh, 2012). 
When considering the competencies identified by all the above-mentioned scholars, the 
competencies that seem to overlap and be most prevalent are visioning and strategic 
direction, team leadership, effective communication, effective problem-solving, business 
acumen, strong relationships, ethics and moral integrity, innovation, delivering change 
and results, negotiation and organisational savvy. 
Women should be equipped with skills so that they have enough confidence to participate 
equally with their male counterparts (Ntho et al., 2015). Klenke (2018) calls for women to 
have a broader repertoire of leadership skills. Folkman (2015) found women outperform 
men on people relationships and communication, but men excel in the strategy and 
technical arenas. Zenger and Folkman (2019) identified key leadership competencies in 
which women excel as including taking the initiative, being resilient, practising self-
development, driving for results, displaying high integrity and honesty, developing others, 
inspiring and motivating others, leading boldly, building relationships, championing 
change, establishing stretch goals, collaborating and working in a team, connecting to the 
outside world, communicating powerfully and prolifically, solving problems and analysing 
issues, leading speedily, and innovating. 
KPMG International (2015) also lists the key skills needed to enable women to progress 
in their careers as including confidence-building, decision-making, networking, critical 
thinking, people management, negotiating and team building. Samineni and Reddy 
(2013) found efficiency and business awareness to be the most important competencies 
for women in the IT industry. People skills, confidence, adapting to changing business 
environments, and responding through effective decision-making are critical success 
factors to career progression (Samineni & Reddy, 2013). 
Esser et al. (2018) identified the following competencies as important: 
• analytical competencies (the ability to seek and create new opportunities, having 
sound judgement and having the ability to critically review ideas without biases) 
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• communicational competencies (the ability to build alliances and networks, express 
oneself in a convincing manner, displaying empathic understanding, and the ability to 
listen, motivate, inspire and influence) 
• organisational competencies (the ability to supervise, delegate and share 
responsibilities, the ability to develop and challenge others through mentoring, 
teaching and coaching, the ability to create a shared vision, displaying ethical 
behaviour and integrity, nurturing innovation and innovative thinking) 
• personal competencies (the ability to balance self-promotion with being humble, 
having an achievement orientation, displaying self-awareness and personal 
responsibility, self-confidence, self-discipline and self-control, balancing authenticity 
and self-protection) 
• professional competencies (business acumen, determination and persistency, 
adaptive capacity and flexibility, taking risks, handling and tolerating stress, using 
power in a positive way and assuming responsibility, and negotiating effectively). 
Mogale (2017) proposes that the skills to be developed for women to progress from entry-
level to middle management are personal branding, confidence, mentorship, networking 
and communication. To progress from middle management to senior management, 
women need to engage with a broader audience, leverage off relationships, learn how to 
delegate, and use mentorship programmes (Mogale, 2017). To progress from senior 
management to executive levels, women need to build their strategic, business and 
financial acumen (Mogale, 2017). 
Shumway and Hurley (2015) provide guidelines for women leaders to prosper, which 
include inspiring and motivating others, taking the initiative, displaying high integrity and 
honesty, building relationships, paying attention to collaboration and teamwork, driving 
for results, and developing a strategic perspective. 
Skarupski et al. (2017) identified the skills that are critical for emerging leaders as 
including communication, interpersonal relationships, operating and organisational skills, 
personal flexibility, planning and problem-solving. Two specific competencies, which are 
critical for women and under-represented minorities, are conflict management, and 
leadership presence and presentation (Skarupski et al., 2017). 
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While conducting research amongst women entrepreneurs in developing countries, 
Bullough et al. (2015) found that broad business competence, strategic out-of-the-box 
thinking, networking, soft skills (communication, leadership and negotiations) and leading 
change, as well as managing career transitions and work-life balance issues, appeared 
to be critical for success. 
Hoyt (2010) suggests women should develop an androgynous combination of feminine 
and masculine competencies, which include intelligence, emotional intelligence, risk-
taking, empathy, assertiveness, openness to experience, extraversion, 
conscientiousness, integrity, trustworthiness, and the ability to persuade, motivate and 
inspire others. 
Amongst the plethora of competencies related to women leadership development, those 
commonly listed include being ethical and having moral integrity, communicating 
effectively, developing others, managing self, having vision and a strategic perspective, 
displaying confidence and executive presence, possessing business acumen and 
technical /professional expertise, solving problems effectively, being innovative and being 
able to make decisions. 
In combining the general leadership competencies and the women-specific leadership 
competencies, the following competencies emerged consistently as critical in the 
development of women leaders: 
• vision and strategy 
• effective communication 
• ethics and moral integrity 
• business acumen 
• staff development 
• strong interpersonal relationships 
• team leadership and teamwork 
• personal mastery (including self-development, confidence and executive presence). 
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2.5.4 Leadership Development Methods 
To enable the development of leadership capability, a complex blend of leadership 
initiatives is required (Short et al., 2013). Common practices include leadership training 
by attending short courses or seminars, coaching and mentoring (done internally by top 
executives or line managers or by external consultants), 360-degree feedback, 
networking, specific stretch on-the-job assignments, action learning, case studies, 
computer simulations and e-learning (Dalakoura, 2010; Day et al., 2014; DuBrin, 2010; 
Ladegard & Gjerde, 2014). 
Leadership development is a continuous and systematic process (Reddy, 2007). 
Leadership development initiatives aimed at developing organisational capacity pose 
more difficulties in both design and implementation than interventions aimed at 
developing individual leaders (Dalakoura, 2010). Such initiatives need to be linked to 
business imperatives, should be integrated with everyday work practices, and require the 
commitment, support and active involvement of line managers (Dalakoura, 2010; Short 
et al., 2013).  
For women leadership development, Hopkins et al. (2008) found training and education 
programmes, coaching, mentoring, networking and experiential learning to be strategic 
practices. Career planning and assessments, such as 360-degree feedback, are two 
additional methods mentioned as important by Ely et al. (2011) and Hopkins et al. (2008). 
Development methods used for women include multi-rater feedback, executive coaching, 
mentorship, networking (Gipson et al., 2017; Lovell, 2013) and development programmes 
(Valerio, 2009). For Valerio (2009) challenging job assignments proved to be the best 
way of learning how to lead but Hopkins et al. (2008) found development is done best 
through experience in the context of the work itself. Optimal development experiences 
blend a variety of assessments, challenges and support mechanisms (Hopkins et al., 
2008). 
Kassotakis (2017) argues that traditional classroom training, experiential learning, case 
studies, coaching, networking and stretch assignments, action learning, virtual learning, 
formal project application, on-line social collaboration tools (gaming and simulations) and 
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engaging the participant’s manager are helpful in developing women into leadership 
positions. 
Sponsorship, especially at more senior levels, is an essential development tool, as well 
as 360-degree feedback (Kassotakis, 2017). Closing the leadership skills gap requires a 
variety of development approaches, including development programmes supported by 
assessments, coaching and mentoring programmes, recognition, rewards and incentives 
for displaying the appropriate leadership behaviours (Kassotakis, 2017). Ely et al. (2011) 
also advocate the use of networks and sponsors, 360-degree feedback and coaching as 
effective ways of developing leaders. 
Leadership is developed through five broad categories of experiences: challenging job 
assignments, developmental relationships, coursework and training, hardships, and 
personal life experiences (Clerkin & Wilson, 2017). Women learn less from coursework 
and challenging assignments and more from developmental relationships and hardships 
(Clerkin & Watson, 2017). Although working on challenging assignments is the best way 
to learn leadership (across cultures) (Wilson & Yip, 2010), in practice, women are given 
fewer, less impactful and less important assignments than their male counterparts (De 
Pater et al., 2010). 
Eliciting general feedback (Buj, 2018), using simulation exercises (Khorram-Manesh, 
2019) and using on-line training for development (Oesch, 2018) are also effective 
leadership development methods. Baker et al. (2020) found that women are 
predominantly social cognitive learners, developing their skills mostly through interacting 
and experiencing other good or bad leaders. Baker et al. (2020) showed that watching 
other leaders has the greatest impact on women leadership development. Hewlett and 
Rashid (2019) report that participants mentioned international exposure as a method of 
development. 
Valerio (2009) presents two types of programme available for women leadership 
development: heterogeneous programmes (in which there is a gender mix, and men and 
women attend together); and gender-specific programmes. 
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The advantages of women-only programmes include the fact that women-only 
programmes create safe learning spaces where women’s cultural stereotypes, gender 
and leadership issues can be discussed and where they can find their personal leadership 
identity (Debebe et al., 2016; Kassotakis, 201, Lovell, 2013). Women can also receive 
support from other women and be exposed to role models, their self-confidence is 
enhanced, and social capital is built through networking and mentoring (Clarke, 2011). 
However, skilled facilitators are required to create such safe spaces for women 
(Kassotakis, 2017). Women-only leadership development programmes can provide 
useful learning opportunities for women, especially if a safe environment is needed to 
share deep conversations about career-related challenges without feeling judged or 
intimidated (Kassotakis, 2017). Gender-specific programmes can also make women 
aware of their innate biases and facilitate support networks (Ali, 2020). Whatever type of 
programme is chosen, curricula need to be deliberate in addressing social structures such 
as gender (Lovell, 2013). 
The disadvantages of women-only programmes are that they may reflect a perception 
that women need help and that courses need to be designed and presented to “fix” 
women (Klenke, 2018). Women are thus considered to be inferior and in need of being 
brought up to acceptable (male) standards (Klenke, 2018). While Pereira (2017) believes 
women-only programmes might be the only way organisations can support women in the 
development process, Ely et al. (2011) call for mixed-gender programmes to be 
supplemented by women-only programmes. 
The role-players in the design, development and presentation of leadership development 
programmes are usually internal human resources or training and development 
specialists, external consultants or academic institutions (Dalakoura, 2010). Universities 
and colleges, business schools, consulting firms or professional service firms are possible 
providers of leadership development programmes (Kassotakis, 2017; Yarrish et al., 
2010). 
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2.6 Leadership Development Frameworks and Models 
A framework is a representation of how a phenomenon is explained by synthesising and 
connecting different aspects of the phenomenon (Regoniel, 2015). A theoretical 
framework extracts theories that have stood the test of time and integrates these theories 
with the findings relating to a particular phenomenon (Regoniel, 2015). A model is defined 
as “an abstraction that provides a rough definition of practices and interrelationships 
needed to deliver an outcome” (Cagney, 2016, p. 2). 
In this section, different leadership development frameworks and models are reviewed 
with the aim of developing a theoretical leadership development framework from the 
theories and models in the literature review and, ultimately, developing a theoretical 
framework for women in management in Lesotho. Four leadership development 
frameworks and four leadership development models were considered during this 
literature review process and used as input for the development of a theoretical model for 
this study. 
2.6.1 The Royal Pharmaceutical Society Leadership Development Framework 
Although the focus of this study is the financial sector, the researcher found the 
comprehensive leadership development framework developed by the Royal 
Pharmaceutical Society (RPS, 2015) to be of great value. The framework is based on 
extensive global research in healthcare and non-healthcare contexts and provides a 
consistent and uniform approach to developing leadership amongst pharmacists and 
pharmaceutical scientists (RPS, 2015). It lists nine leadership domains, with four 
competency levels for each domain: from the lowest level of competency to the highest – 
essential, proficient, strong and exemplary (RPS, 2015). Each domain describes visible 
behaviour for each level of competency that could be used for others to assess leaders 
or for leaders to assess themselves (RPS, 2015). 
The nine domains are (a) inspiring a shared purpose, (b) leading with care, (c) evaluating 
information, (d) connecting our service, (e) sharing the vision, (f) engaging the team, (g) 
holding to account, (h) developing capability and (i) influencing for results (RPS, 2015). 
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Development action plan templates for leaders to set their own goals and measures of 
leadership success are provided (RPS, 2015). The value of the framework lies in the fact 
that it contains a comprehensive list of competencies with their behaviour, which enables 
assessment by oneself or others. The RPS framework actually addresses leader 
development rather than leadership development (Hrivnak et al., 2009) and lacks a 
holistic approach to developing leadership throughout the organisation (Short et al., 
2013). 
2.6.2 The Developing Emerging Leadership: An Organizational Approach 
Framework 
The Developing Emerging Leadership: An Organizational Approach framework was 
developed by Mandie Abrams in Canada to assist non-profit leaders to build long-term, 
sustainable leadership capabilities (Abrams, 2012). It approaches leadership through an 
organisational lens and uses indicators of organisational success to support and cultivate 
leadership (Abrams, 2012). The objective of the framework is to help organisations create 
a common understanding and language of leadership development and build the 
infrastructure to address leadership development in an organisation (Abrams, 2012). It 
proposes principles for organisations to adopt and integrate in order to develop and retain 
leaders (Abrams, 2012). The framework consists of three principles: (a) strategic thinking 
and planning, (b) development and maintenance of effective relationships, and (c) 
learning and development, each with a number of practices, and a number of indicators 
that can be used to assess the extent to which these practices are in place in the 
organisation (Abrams, 2012). 
For strategic thinking and planning, the practices are to think and plan strategically, to 
adapt to change, and to assess and evaluate effort (Abrams, 2012). For the development 
and maintenance of effective relationships, the practices include acquiring and sharing 
capacities and knowledge, as well as engaging in collaborative learning (Abrams, 2012). 
Learning and development practices are supporting a learning culture, and developing 
opportunities for organisational and individual growth (Abrams, 2012). 
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The framework has an organisational assessment tool that assists organisations to 
determine their leadership development weaknesses (Abrams, 2012). 
This framework is valuable because it is comprehensive and addresses leadership 
development holistically at a systemic organisational level. The fact that it was developed 
for non-profit organisations does not detract from the value it adds, as it can be applied 
just as successfully in profit organisations. It is, however, quite complex and needs time 
and attention to be understood and applied. 
2.6.3 The FourCe-PITO Leadership Development Framework 
The FourCe-PITO Leadership Development Framework was presented by the Uniformed 
Services University of the Health Sciences, in Maryland, USA (Callahan & Grunberg, 
2018; Grunberg et al., 2019; Yarnell & Grunberg, 2017). The framework facilitates the 
development of a leadership programme and informs the curriculum and assessment of 
students, programmes and faculty, with a focus on the development of leaders and 
leadership (Grunberg et al., 2019). Its four elements all start with a “C”, namely character, 
competence, context and communication, and it operates across personal, interpersonal, 
team and organisational levels (Grunberg et al., 2019; Yarnell & Grunberg, 2017). 
The framework was developed using an extensive review of leadership models, principles 
and types (Grunberg et al., 2019). The character element defines who the leader is, the 
competency element spells out what the leader needs to know and do, the context spells 
out the different environments in which leaders lead and how it affects them, and 
communication relates to how the leader engages with the followers. The FourCe 
framework has been successfully applied in the education and development of students, 
faculty and physician leaders (Grunberg et al., 2019; Yarnell & Grunberg, 2017).  
Grunberg et al. (2019) present a list of session topics and the information covered as part 
of leadership development programmes based on this framework. Topics such as 
emotional intelligence, followership, culture, communication, and team building are 
covered. 
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Although this framework was developed in a military and emergency medicine context, it 
can be applied in any organisation, with the exception of military items, such as medical 
field simulation. The strengths of this framework are that it is easy to understand and 
remember, and that it operates on all four psychosocial levels of leadership, namely 
personal, interpersonal, team and organisational levels. The framework does not address 
wider organisational development and functional human resources strategies and 
processes. 
2.6.4 The PREPARE Leadership Development Framework 
DeRue and Myers (2014) developed a conceptual leadership development framework 
using the acronym PREPARE (Purpose, Results, Experience, Point of Intervention, 
Architecture, Reinforcement and Engagement) by integrating key insights from the 
leadership literature. The framework contributes to the understanding of how leadership 
talent can be developed (DeRue & Myers, 2014). The purpose element in this framework 
relates to ensuring that leadership development efforts are aligned to and support 
organisational strategy (DeRue & Myers, 2014). The results component refers to ensuring 
that the desired outcome of leadership development is specified (DeRue & Myers, 2014). 
The third element, experience, proposes that lived experiences become the key to 
leadership development (DeRue & Myers, 2014). Point of intervention advocates the 
need to determine the level of analysis in leadership development (DeRue & Myers, 
2014). Architecture calls for an enabling social, organisational environment in which 
leadership can flourish (DeRue & Myers, 2014). Reinforcement suggests creating positive 
feedback loops, and engagement promotes the practice of learning to learn leadership 
(DeRue & Myers, 2014). 
The PREPARE Leadership Development framework considers all the elements 
necessary in a leader and leadership development context. It was not specifically 
designed to be relevant or of value to women or African leadership development and, as 
such, it would need to be verified as appropriate for these contexts and for the participants 
of this study, once data has been obtained. 
Figure 2.5 below illustrates the framework and the interdependent nature of its elements. 
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Figure 2.5  
PREPARE Leadership Development Framework 
 
Note. Reprinted from “Leadership Development: A Review and Agenda for Future Research” 
(pp. 832–855), by D. DeRue, & C. Myers, 2014. In Oxford Library of Psychology. The Oxford 
Handbook of Leadership and Organizations, by D. V. Day (Ed.), 2014, Oxford University Press. 
In Figure 2.5, the seven elements of the PREPARE leadership development framework 
all interact to ensure leaders and leadership are developed. 
2.6.5 The Consciousness Based Education Model for Leadership Development 
Mbigi (2005) developed the Consciousness Based Education (CBE) model for leadership 
development and believes this model has the capacity to dramatically change the way 
leaders are trained and developed in Africa and the rest of the world. The model is based 
on four pillars of teaching others. Figure 2.6 illustrates the four pillars of the 
Consciousness Based Education (CBE) model. 
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Figure 2.6  
Four Pillars of Consciousness Based Education Model 
 
Note. Adapted from The Spirit of African Leadership (pp. 139–146) by L. Mbigi, 2005, 
Knowres Publishing. Copyright 2005 Knowres Publishing. 
The first pillar relates to learning to know, the next pillar is learning to do, the third is 
learning to live together, and the fourth pillar is learning to be (Mbigi, 2005). In learning to 
know, it is important to define what is essential to know, and to design an appropriate 
curriculum for leaders, to teach leaders self-learning capabilities and how to learn from 
life experiences (Mbigi, 2005). Learning to do uses experiential learning to teach 
teamwork and to focus on action rather than paralysis through analysis; it encourages 
learning through leading rather than consulting assignments and fieldwork projects; job 
rotations and internships are recommended as learning tools (Mbigi, 2005). Pillar 3 
addresses learning to live together and, here, the philosophy of Ubuntu is put into 
practice; Mbigi advocates leadership learning that includes developing compassion, love 
and care for others; collective rituals, such as singing, dancing and drumming, could be 
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used to teach these principles (Mbigi, 2005). Learning to be speaks to the development 
of character and self-discipline and overcoming intra-personal challenges (Mbigi, 2005). 
The CBE model is an indigenous, African perspective to leadership development that 
could be used with great success to bring about holistic leadership development (Mbigi, 
2005; Viljoen & Laubscher, 2015). 
Although the CBE model provides excellent insight into leadership in the African context, 
it does not address women leadership in the African context. 
2.6.6 The Systemic Leadership Learning Model 
In the Systemic Leadership Learning (SLL) model, Mostert (2012) views the entire 
leadership learning process as systemic in nature: It integrates the systems of the leader, 
organisation, learning content and facilitator. The SSL model examines the 
interconnectedness of multiple containing and temporarily overlapping systems related to 
leadership development (Campbell, 2019; Mostert, 2012). In the SSL model, the leader 
is seen to be the suprasystem and the learning needs are not defined by the learning 
curricula or the learning facilitator; instead, the needs emerge as the result of a deep 
understanding of the systems in which the leader operates (Campbell, 2019; Mostert, 
2012). Figure2.7 illustrates the interconnectedness and systemic nature of all the 
elements in the SSL model. 
79 
Figure2.7 
Systemic Leadership Learning’s Supra Model 
 
Note. Reprinted from Systemic Leadership Learning: Leadership Development in the Era of 
Complexity (p. 165) by M. Mostert, 2012, Knowres Publishing. Reprinted with permission. 
Although the SLL model of leadership development does not have an African or women 
leadership perspective in mind, it approaches leadership development from a systemic 
perspective and covers all the elements necessary for a holistic approach to leadership. 
2.6.7 The Social Change Model of Leadership Development 
The Social Change Model (SCM) of Leadership Development, developed between 1993 
and 1996 by the Higher Education Research Institute of the University of California, Los 
Angeles, provides a useful blueprint for leadership development programmes (Komives 
et al., 2017). The SCM of Leadership Development defines leadership as a process 
(rather than a position) that is purposeful, collaborative and value-based, and produces 
positive social change (Komives et al., 2017). The SCM aims to achieve two goals: to 
build self-knowledge and leadership competence, and to bring about positive social 
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change by helping society function more effectively and humanely (Komives et al., 2017). 
Seven C’s form the value framework and work together to bring about change (Dixon et 
al., 2019; Komives et al., 2017; Skendall et al., 2017). On an individual level, values 
include becoming conscious of self, behaving congruently and showing commitment; at 
a group level, values of collaboration, common purpose and controversy with civility are 
built; and at a societal level citizenship is developed (Dixon et al., 2019; Komives et al., 
2017; Skendall et al., 2017). 
Although the context in which this model was developed relates to student leadership at 
college level in the USA, it was based on research done using a women leadership frame 
of reference and can be used in any other context (Higher Education Research Institute, 
1996). It does, however, lack the holistic organisational perspective present in other 
models. 
2.6.8 The Leadership Identity Development Model 
The Leadership Identity Development (LID) Model was developed to better understand 
student leadership development and aims to create an understanding of how leaders 
develop their social identity by being collaborative, relational, interdependent and 
engaging in the leadership group process (Komives et al., 2009). This theory explains 
how leaders evolve in their discovery of what leadership is during the process of 
developing their human identity (Torrez & Rocco, 2015). The model explains the gradual 
movement from leaders’ seeing leadership as external and position-based, to their seeing 
themselves as leaders, to understanding leadership as having multiple perspectives and 
as being a group process and, finally, to understanding leadership as being a complex, 
interdependent, relational process (Torrez & Rocco, 2015). 
Six stages are presented whereby leaders move from being dependent, to being 
dependent/independent, and then to being interdependent (Komives et al., 2006). Figure 
2.8 presents the model in graphical form. 
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Figure 2.8  
Leadership Identity Model 
 
Note. Adapted from “A Leadership Identity Development Model: Applications from a Grounded 
Theory” by S. R. Komives et al., 2006, Journal of College Student Development, 47(4), pp. 404–
405. 
The developmental process starts at Stage 1, which represents the time in which the 
individual is first exposed to leadership and recognises that leadership is being practised 
but comes to the realisation that as an individual is not necessarily a leader (Komives et 
al., 2006). During Stage 2, the individual starts participating in groups, starts taking on 
responsibilities and transitions towards Stage 3 by expressing the desire to do more 
(Komives et al., 2006). In Stage 3, the individual takes on new roles, starts accomplishing 
tasks and desires to acquire new skills (Komives et al., 2006). A key transition is reached 
when the individual realises that holding a position does not mean being a leader 
(Komives et al., 2006). Stage 4 is achieved when the individual realises that others are 
needed, and that leadership can be practised from anywhere in the organisation (Komives 
et al., 2006). In Stage 5 of the development process, the individual develops a concern 
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for sustainability and the development of others (Komives et al., 2006). At Stage 6, there 
is now a realisation that leaders are able to work with others to bring about change from 
any place in the organisation, and that leaders strive for congruence and internal 
confidence (Komives et al., 2006). 
The context in which this model was developed was also related to college student 
development in the USA. The value of the model is that it describes the phases through 
which leaders progress to become holistic, interdependent leaders (Komives et al., 2006). 
Unfortunately, it does not address the systems nature of leadership that includes the 
environment in which leadership takes place or additional elements, such as the 
facilitators or the organisation. 
2.7 Ensuring Effective Leadership Development 
Although having a leadership development framework is critical, ensuring leadership 
development is effective is yet another aspect of the leadership development process that 
needs to be addressed. IDM (2015) presents the global best practices in leadership 
development: The focus of development needs to be on real talent, the learning needs to 
address real and current organisational challenges, and the development process needs 
to be integrated with the growth of the organisation. Hard (analytical, financial) and soft 
(emotional intelligence and interpersonal) skills need to be developed, and team and 
syndicate learning (with participants learning from each other, not only experts) need to 
be utilised (IDM, 2015). 
Feser et al. (2017) propose four prerequisites for leadership development interventions 
to influence the organisation and to build lasting leadership capacity: The leadership 
development programme needs to be contextualised, based on the organisation’s 
strategy and position; there should be significant reach across the organisation; the 
programme has to be designed to ensure the transfer of learning; and systems should be 
put in place to maintain the change in behaviour (Feser et al., 2017). Table 2.1 presents 
current methods of leadership development versus best practice modes of leadership 
development, as suggested by Feser et al. (2017). 
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Table 2.1  
Current Leadership Development Methods versus Best Practice Methods 
Current methods of developing leaders Best practice methods of developing 
leaders 
Leadership development efforts are not 
aligned to company strategy 
The company strategy is translated into a 
leadership model specific to the 
organisation’s needs 
Leadership initiatives are cohort-specific Leadership interventions cover the whole 
organisation, reaching all levels of the 
organisation 
Leadership development programmes are 
sporadic, piecemeal, of short duration, 
using teacher and classroom/facilitator 
and a workshop style of teaching and 
learning 
Organisations use technology to enable fast-
paced digital learning that is more flexible 
and uses large-scale, tailored programmes 
on digital platforms 
Classroom/text-book case studies that do 
not deal with real-life problems 
Deal with relevant and real problems in 
specific contexts over extended periods on-
the-job 
Identify developmental areas and 
encourage participants to work on those 
Use positive frames and build on strengths. 
Provide coaching that encourages 
introspection and self-discovery 
Participants learn new concepts but are 
met with resistance back at the workplace 
when these new behaviours and concepts 
are implemented 
Technology efforts, such as blogs, video 
messages and social media platforms are 
used to support the implementation of new 
behaviours and concepts 
HR systems are not aligned to leadership 
development efforts 
HR systems, such as performance and talent 
management, support the new leadership 
model 
Note. Adapted from “What is Missing in Leadership Development?” by C. Feser, N. Nielsen, and 
M. Rennie, 2017, McKinsey Quarterly, 2017(3). Copyright 2017 McKinsey Quarterly. 
Table 2.1 illustrates that current methods of developing leaders are often not aligned to 
company strategy or HR systems, and not related to real-life situations, and that 
participants battle to implement their new-found knowledge because the environment 
they return to after an intervention does not support their learning. To be effective, 
leadership development efforts need to be aligned to organisational strategy and HR 
systems, to use technology to cement learning, and to address real-life organisational 
challenges (Feser et al., 2017). 
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Petrie (2014) suggests two approaches to leadership development that will enable 
leaders to operate in a complex world. The first is horizontal development in which skills, 
knowledge and competencies are transmitted from experts, and the second is vertical 
development, which is earned through life experience that results in being able to think 
and act in complex, systemic and interdependent ways (Petrie, 2014). 
Hrivnak et al. (2009) present a valuable method of designing an effective leadership 
development programme. They suggest that leadership development practitioners first 
determine who will benefit from leadership development, what content will deliver which 
leader competencies, why a leadership development initiative is required by the 
organisation, how the leadership intervention should be designed and, lastly, when the 
required competencies should be developed (Hrivnak et al., 2009). Hrivnak et al. (2009) 
propose a seven-step leadership development process of obtaining mutual commitment, 
determining organisational requirements, conducting a gap analysis, finding the most 
appropriate leadership development methods, obtaining feedback, assessing outcomes 
and maintaining leadership learnings. Figure 2.9 contains a summary of the leadership 
development framework (Hrivnak et al., 2009). 
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Figure 2.9  
A Framework for Designing an Effective Leadership Development Programme 
 
Note. Adapted from “A Framework for Leadership Development” (pp. 456-475) by G. A. Hrivnak 
et al., 2009. In The SAGE Handbook of  Management Learning, Education and Development by 
S. J. Armstrong & C. V. Fukami (Eds.), 2009, SAGE. 
 
Figure 2.9 illustrates the elements required to develop an effective leadership 
development programme for organisations. It starts with first determining the who, what, 
why, how and when of the process and then suggests the step-by-step process to be 
followed to ensure leaders are effectively developed. 
2.8 The Role of Organisations in Developing Women Leadership 
The support obtained from organisations (both as a whole and also by individuals in the 
organisation) plays a critical role in the development and practice of women leadership 
(Carmona, 2017). Ibarra et al. (2019) warn that developing women leadership through the 
process of building competencies alone, without considering the context in which women 
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lead, is bound to fail. The organisational context needs to support women leaders 
(Scheepers et al., 2017). 
The National Association for Female Executives (NAFE) is an organisation based in 
America that annually produces a list of the top-rated organisations based on their ability 
to develop, retain, and promote women. NAFE’s (2017) report lists coaching, networking, 
training, sponsorships, career counselling, succession planning, job rotation and flexible 
working arrangements as mechanisms that top-rated organisations employ to advance 
women. Formal sponsorship was found to be the key to women’s advancement (NAFE, 
2017). 
The involvement of the CEO of an organisation in the women’s development initiatives is 
another critical factor to women’s progression (KPMG International et al., 2016; NAFE, 
2017). A report by Diversity Best Practices (DBP, 2017) suggests the following best 
practices in terms of women leadership development: Organisations should conduct 
women leadership talent assessments, set targets for women leadership development 
and measure women’s progress. Successful organisations also practise career and 
succession planning and sponsorship programmes (DBP, 2017; Oesch, 2018). 
Once women leaders have been appointed to senior positions, they are often left to sink 
or swim (Chiloane-Tsoka, 2010). To prevent that from happening, organisations need to 
put in place training interventions and support programmes to empower women and 
prepare them for managerial positions (Chiloane-Tsoka, 2010). Organisations also have 
a responsibility to provide women with leadership development theory and curricula in the 
form of in-house education programmes, hiring external leadership development 
consultants or paying tuition fees for women leadership development (Baker et al., 2020). 
Organisations should also launch networking programmes to create opportunities to 
establish mentor-mentee relationships and women should be given more challenging 
assignments and placed in positions that require accountability (Chiloane-Tsoka, 2010; 
Eagly & Carli, 2019). Hewlett and Rashid (2019) and Eagly and Carli (2019) agree that 
organisations should assist women to build networks to fight isolation and gain visibility 
to deliver business strategy. 
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Organisations should provide flexible working arrangements for women to enable work-
life balance (Chiloane-Tsoka, 2010). In addition, Eagly and Carli (2019) suggest a change 
in the perception that working long hours is the norm, and that organisations should rather 
set objectives measures for performance that do not specify the number of hours at work. 
That will redefine an employee’s worth from number of hours at work to outcomes 
delivered, and give working mothers additional time to prove themselves worthy of 
promotion (Eagly & Carli, 2019). Allowing employees flexible working arrangements has 
been found to triple the return on investment (Bell, 2013). 
Huang et al. (2019) suggest having the right policies in place to support women. Policies 
and procedures are developed in organisations to create a perception of fairness and 
objectivity but, in practice, women still experience being marginalised and excluded from 
male networks (Klenke, 2018). Policies are no guarantee of closing the gender gap and, 
the higher women progress in organisations, the more irrelevant the policies become 
(Ibarra et al., 2019). In fact, Ibarra et al. (2019) suggest policies need to be updated to 
meet the needs of women; and the ecological framework devised by Ntho et al. (2015) 
lists insufficient policies as one of the challenges faced by Basotho women. Levs (2015) 
urges organisations to see men as equal caregivers and to ensure policies are in place 
to support men who need to fulfil their role as childminders. Organisations need to put 
family-friendly HR practices in place, consider welcoming women back after maternity 
leave, and give women with children flexible work-arrangements (Eagly & Carli, 2019; 
Hewlett & Luce, 2019). 
Buj (2018) and Huang et al. (2019) call for organisations to treat gender equality as a 
strategic priority, to set targets and hold executive teams accountable for results. 
Organisations also need to understand the subtlety and complexity of the challenges 
women face and address them on many levels (Eagly & Carli, 2019). Further, more 
women need to be appointed at the entry level as this would lead to more senior 
managers in the pipeline (Huang et al., 2019; Buj, 2018). Organisations also need to work 
hard to create an inclusive and respectful culture (Buj, 2018). 
Eagly and Carli (2019) recommend that organisations should ensure they have no single 
female member in a team, and they obtain critical mass in executive positions. 
88 
Organisations should reward women who maintain a good work-life balance, and appoint 
women who are different from the boys’ club (Eagly & Carli, 2019). Hewlett and Luce 
(2019) add nurturing ambition and building old girls’ networks, helping women temporarily  
leave their careers when they have children (also known as “off ramping”) but still maintain 
connections that will enable them to re-enter the workplace without being marginalised. 
Organisations should remove the stigma associated with “off-ramping” and provide 
reduced-hour jobs and flexible workdays (Hewlett & Luce, 2019). 
Carmona (2017) lists elements by which professional service firms in emerging markets 
actively support the careers of women: The list includes flexi-time and discretionary-time 
programmes (including reduced working hours, the option to work from home, reduction 
in travel requirements), sponsorship and mentoring programmes, formal training 
programmes, internal support groups and external networking. Supportive organisations 
also ensure a culture of inclusion and address unconscious biases (Carmona, 2017). 
Zenger and Folkman (2019) agree that organisations need to be made aware of the 
unconscious bias towards women in their hiring and promotional decisions. Women 
should also be given more encouragement and be provided with enough opportunities to 
practice their leadership (Zenger & Folkman, 2019). To support women in their careers, 
some organisations provide stress management reduction programmes, on-site 
vaccinations, fitness centres, and benefits and support for women showing signs of 
depression (NAFE, 2017). 
2.9 Theoretical Women Leadership Development Framework 
A theoretical framework is a structure that summarises concepts and theories and 
supports the theories of a research study (Kivunja, 2018; Swanson, 2013). Based on the 
literature explored, the researcher presents Figure 2.10.10, a theoretical Women 
Leadership Development Framework (WLDF). The framework was developed by the 
researcher with the aim of showing holistically how the theories, models and frameworks 
of the various scholars relate to Research Objective 1 (RO1 in Figure 2.10.10 – to explore 
the barriers, challenges and needs of women in management in LFS), Research 
Objective 2 (RO2 – to explore, reflect and report on how women currently in leadership 
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positions in LFS progressed through the ranks), Research Objective 3 (RO3 – to explore, 
reflect and report on leadership development interventions currently in place for women 
in management in LFS) and Research Objective 4 (RO4 – to develop a leadership 
development framework [LDF] for women in management in LFS). 
Figure 2.10 
Theoretical Women Leadership Development Framework 
 
Note. Researcher’s own work. 
The theoretical WLDF in Figure 2.10.10 represents the way in which a woman in 
management but not yet in an executive position progresses towards breaking the glass 
ceiling. It highlights the barriers and challenges experienced by women in management, 
the strategies they employ for success, the role of the organisation, and the required 
leadership competencies, methods and providers needed to achieve success. 
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The explanation of the theoretical WLDF starts with the title of this illustration, in the centre 
at the top of Figure 2.10.10. The title indicates the desire to achieve RO4 (in red), which 
is to develop a leadership development framework for women in management in LFS. 
This study is situated in the African context (map of Africa in the background and blue 
rectangle in the centre bottom). The focus of this study is on leadership development of 
women managers, enabling them to move from managerial positions to executive 
positions and, in the process, break the glass ceiling. The woman icon in the bottom left 
corner symbolises a woman who is currently in a management position and is aspiring to 
break the glass ceiling and progress to an executive position (top right-hand corner). 
Kivunja (2018) suggests linking research questions or objectives to the theoretical model. 
This was done by using four different-coloured flags containing the research objectives in 
the WLDF. To achieve success, women in management experience certain barriers, 
challenges and needs. These barriers are illustrated under the magenta-coloured flag, 
labelled RO1 to remind readers that the first research objective is: To explore the barriers, 
challenges and needs of women in management in LFS. Barriers and challenges in the 
Basotho culture are listed as work-life balance, stereotypes and prejudices, self-doubt 
and lack of confidence, patriarchy and male dominance, cultural expectations and 
ageism. 
The literature review process provided many insights as to how other women have 
progressed through the ranks. These are illustrated under the green coloured flag, 
labelled RO2. The second research objective was: To explore, reflect and report on how 
women currently in leadership positions in LFS progressed through the ranks. Their 
success strategies are building networks, sponsorship, political savvy and social capital, 
building support systems at home, working hard and smart with passion, and educating 
and involving more role-players in the leadership development process. 
The third research objective was met by exploring, reflecting and reporting on leadership 
development interventions currently in place for women in management in LFS. The 
purple arrowhead in Figure 2.10.10 under the purple flag, labelled RO3, illustrates the 
aspects of leadership interventions reviewed in this chapter.  
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Figure 2.1 contains the details of what leadership competencies require development, 
and the methods by which these competencies could be developed, as well as possible 
leadership development providers. 
Figure 2.11 
Leadership Competency Development Triangle (LCDT) with Competencies, 
Development Methods and Providers 
 
Note. Researcher’s own work. 
Figure 2.10.10 and Figure 2.1 can be used to guide women leaders who want to 
overcome barriers, progress their careers, develop their leadership competencies, find 
ways in which leadership can be developed, and become aware of leadership 
development providers. Organisations can also use these theoretical frameworks to guide 
their women leadership development agendas. 
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2.10 Chapter Summary 
This chapter provided an overview of leadership as a concept, covering various 
perspectives of leadership and focusing on the relational leadership perspective. A 
section on gender issues in leadership illuminated the challenges of the glass ceiling and 
the labyrinth. It described other challenges faced by women, which include work-life 
balance, stereotypes and prejudices, as well as self-doubt and lack of confidence. The 
subsection on strategies for success provides women leaders with a road map on how 
the barriers and challenges can be overcome. The issue of culture and leadership is 
reviewed in Section 2.4, with a specific emphasis on leadership in the African context and 
women leadership in Africa. Subsections clarify patriarchy and male dominance, cultural 
expectations and stereotypes, as well as ageism. Kuada’s (2010) African Leadership 
model is explained. 
Sections 2.5 to 2.7 reviewed leadership development, with specific reference to women 
development, and discussed eight leadership development frameworks and models. 
Section 2.8 explained that the role of organisations in the development process of women 
leaders is critical as a way forward and, therefore, justified a review. The chapter 
concludes with a theoretical framework (WLDF) (Figure 2.10.10,) in which the leadership 
development theories, models, frameworks covered in this literature review process were 
integrated to form a holistic picture of the challenges, what needs to be done, by whom 
and how. The Leadership Competency Development Triangle (LCDT) (Figure 2.1) 
contains a list of the leadership competencies, development methods and service 
providers.  
The focus of the next chapter is research methodology. 
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CHAPTER 3   
RESEARCH METHODOLOGY 
3.1 Introduction 
This chapter elaborates on the research methodology and the rationale behind the 
research design, and offers a holistic framework of the strategies followed in this study.  
When considering methodology, the focus is on finding the best way of obtaining 
knowledge to answer the research questions (Denzin & Lincoln, 2018), and the research 
design captures what type of study best answers the research questions (Mouton, 2013). 
In this study, a qualitative research design was followed (Creswell & Creswell, 2018).  
The chapter overviews the researcher’s adopted research philosophy, approach, and 
strategy of inquiry. The sampling technique, how data was collected, managed and 
analysed are addressed. The chapter concludes with a discussion of measures to ensure 
quality, rigour and trustworthiness, as well as ethical considerations. 
3.2 Research Philosophy 
In the research literature, different scholars refer interchangeably to philosophical 
worldviews (Creswell & Creswell, 2018), paradigms (Lincoln et al., 2011), interpretative 
frameworks (Creswell & Poth, 2018) and theoretical perspectives (Gray, 2018), while 
providing similar and different lists of the respective schools of thought. For the purposes 
of this research, these terms were all considered to be synonyms to describe the 
researcher’s philosophical framework and the term paradigm was chosen to represent 
the researcher’s philosophical viewpoints. Slevitch (2011, p. 74) defines a paradigm as a 
mental viewpoint or common beliefs within a discipline, while Patton (2014, p. 89) defines 
it as a way of thinking that highlights what is important and legitimate. Denzin and Lincoln 
(2018) consider a paradigm to be a set of beliefs that determine action. Paradigms are 
thoughts, beliefs and values a researcher has about the world that direct the investigation, 
data collection and analysis (Kamal, 2019). 
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Rigorous research is impossible without understanding its philosophical foundations 
(Klenke et al., 2016). Paradigms have a considerable influence and tend to be covert in 
research; therefore, the researcher decided to make these underlying paradigms explicit 
(Creswell & Creswell, 2018). Interrelationships also exist between the epistemological, 
theoretical and methodological stances adopted by the researcher, and, therefore, 
consideration was given upfront to these issues (Gray, 2018). 
The researcher’s paradigm thus guided the approach taken and the methods chosen 
during the study (Wolgemuth et al., 2015). The ontology, epistemology, axiology and 
methodology are discussed in order to elaborate on this researcher’s philosophical stance 
(Denzin & Lincoln, 2018). 
3.2.1 Ontology 
Ontology is the study of the nature of being and reality, and relates to what constitutes 
the social world and how one can go about studying it (Barbour, 2014; Gray, 2018; Grbich, 
2010; Klenke et al., 2016; Ritchie et al., 2013). Gray (2018) further defines ontology as 
the study of the essence of phenomena and the nature of their existence. Maree (2013) 
recommends that researchers consider their own ontological stances before embarking 
on a research study in order to select a broad frame of reference that will be utilised during 
the research process. 
The researcher subscribes to an interpretivist ontological paradigm. Within this 
perspective, natural reality, scientific laws and social realities are different (Gray, 2018). 
The challenge of interpretivism is to acknowledge the existence of subjective meanings 
in the social world (Goldkuhl, 2012). It is further important to reconstruct existing 
subjective meanings, understand them without distorting them, and then use these 
meanings as building blocks in theory creation (Goldkuhl, 2012). 
During this research, the subjective meanings of participants were recognised, and a 
deep understanding was sought throughout. This was achieved by capturing participants’ 
perspectives verbatim through recording. The researcher own interpretations were done 
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at the analysis phase. The researcher practised attentive listening and asking probing 
questions for clarification. 
3.2.2 Epistemology 
The word epistemology stems from the Greek words, episteme, which means knowledge, 
and logia, meaning a logical discourse, theory or study (Slevitch, 2011). The term helps 
researchers decide what knowledge is valid and acceptable (Gray, 2018). It questions the 
theories of knowledge, how one comes to know the world and create ideas about the 
nature of evidence and knowledge, and how knowledge can be acquired and constructed 
(Barbour, 2014; Grbich, 2010; Ritchie et al., 2013; Ravitch & Carl, 2016). 
The epistemological stance in this study was based on a social constructivist paradigm. 
Constructivists see the world as independent of human minds, and knowledge of the 
world as a human and social construction (Gray, 2018). Truth and meaning thus emerge 
when subjects interact with their world and, in so doing, construct meaning (Gray, 2018). 
In this paradigm, there are multiple, contradictory, equally valid accounts of the world 
(Gray, 2018). In this study, participants’ own constructed meanings of the truth were 
explored. The researcher holds the view that reality is socially and experientially based, 
and knowledge is obtained through relatively consistent mental constructions (Klenke et 
al., 2016). 
The study sought to understand the world in which participants lived, and, therefore, their 
varied and multiple subjective meanings forced the researcher away from a narrow 
understanding of the phenomenon to much broader and complex views (Creswell & Poth, 
2018). There was also a substantial reliance on the participants’ providing their views of 
the topic being studied through the use of discussions and interactions, asking open-
ended questions, listening attentively, and then, through interaction, jointly constructing 
meaning (Creswell & Poth, 2018). 
Personal background and cultural and historical experiences shaped interpretation, and 
knowledge was considered to be value-mediated, in the sense that it is affected by both 
participants and researcher (Ritchie et al., 2013). The researcher acknowledged that her 
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own background influenced the interpretation and understood that interpretation flowed 
from her own personal experiences (Creswell & Creswell, 2018). 
The researcher also advocated an epistemological stance of inductive logic as it was 
believed that knowledge is built from the bottom up, by investigating and researching the 
context in which the subjects operated (Ritchie et al., 2013). No preconceptions were 
held, and the data and the events in the field determined the categories, propositions and 
meaning that were derived (Yin, 2016). 
3.2.3 Axiology 
The word axiology is derived from two Greek words: axio meaning value or worth and 
logos meaning logic or theory (Arora, 2010). Axiology is thus the philosophical study of 
value and includes both ethics, which focuses on the correctness in moral and social 
behaviour, and aesthetics, which focuses on the value of beauty (Crowe, 2016). Axiology 
concerns itself with studying how people decide what is right and wrong, beautiful and 
ugly. As value judgements are made continuously, it is of significance when conducting 
research (Crowe, 2016). 
Each society has its own set of values, and individuals are encouraged to adopt these 
implicit and explicit values (Khan, 2012). The values a researcher brings to the research 
influence the selection of method, participants, data collection methods and analysis, and 
interpretation of findings (Khan, 2012). Therefore, the researcher decided to be explicit in 
declaring the values that underpinned this research to enable participants and users of 
the research to understand the context in which the research was conducted (Khan, 
2012). 
It was important to acknowledge the fact that the process of being studied affected 
participants, and the interactive nature of the relations between the researcher and the 
participants was recognised (Klenke et al., 2016; Ritchie et al., 2013). 
It became evident early in the research process that values constantly influenced 
perceptions. Remaining very neutral and constantly producing an objective account 
proved to be challenging. As a result, it became critical to practise empathetic neutrality, 
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to strive to be neutral and non-judgemental, and to declare assumptions, biases and 
values throughout the research process. This was done by making regular field notes and 
keeping a reflexive research diary (Creswell & Poth, 2018). 
The researcher considered axiology to be of paramount importance in the study of 
leadership (Klenke et al., (2016) and espoused the following values throughout the 
research process: treating participants with the utmost respect, guaranteeing 
confidentiality, reflecting their truth, endeavouring to be non-judgemental, and remaining 
neutral in reporting the perceptions of participants. 
3.2.4 Qualitative Research Approach 
The goal of qualitative research is to engage with, understand and report the different 
realities of participants (Ravitch & Carl, 2016). Qualitative research is by nature context-
sensitive (Creswell & Poth, 2018; Gray, 2018) and aims to find contextually rich data from 
a bounded real-world setting to investigate a focused phenomenon (Barratt et al., 2011). 
When the experiences, meanings and viewpoints of participants are required to answer 
specific research questions, qualitative methods are most often used (Hammarberg et al., 
2016). 
This researcher adopted a qualitative, phenomenological, cross-sectional research 
approach, in which open-ended questions led to an expression in words that were used 
to explore and understand the lived experiences and meaning women experienced with 
regard to the development of leadership amongst women in management in LFS 
(Creswell & Creswell, 2018; Matthews & Ross, 2010). This study explored insights into 
the world of women in management positions in LFS and, because participants expressed 
the meaning they attach to leading as a woman in management, a qualitative research 
approach was deemed the most suitable research approach. The researcher’s role 
became integral to the study and focused on understanding and being empathetic 
towards the participants throughout the study (Gray, 2018). The study had a flexible 
design and was more of a cyclical than a linear process (Van Wyk, 2012). 
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3.2.4.1 Phenomenological Strategy of Inquiry 
Creswell and Poth (2018) propose five qualitative approaches to inquiry: narrative 
research, phenomenological research, grounded theory, ethnographic research and case 
study research. As the goal of this research was to gain insights into lived experience of 
a phenomenon (leadership development of women managers in LFS) a 
phenomenological strategy of inquiry was chosen as the most appropriate strategy to 
answer the research questions. Phenomenology is defined as the study of how an event, 
concept or phenomenon is experienced by participants (Gray, 2018). Phenomenological 
research describes how participants experience a phenomenon (Creswell & Poth, 2018). 
When a researcher conducts a phenomenological study, there is a particular interest in 
how a person, or a group of people experience a phenomenon within their context 
(Creswell & Poth, 2018). In this research, the context was the financial sector in Lesotho, 
and the lived experiences of women in management positions in LFS were explored, 
focusing on how leadership should be developed. 
The goal of phenomenological research is to gain comprehensive descriptions that 
provide the basis for reflective, structural analysis that portrays the essences of the 
experience (Ravitch & Carl, 2016). The objective was to explore leadership development 
requirements for women in management in LFS, to gain deep insight into the barriers, 
challenges and needs of women and understand how the women have been developed 
and progressed through the ranks. Phenomenological research compels the researcher 
to get as close as possible to the essence of the studied experience, while uncovering 
the voices of those being researched (Grbich, 2010). The participants were engaged 
during regular visits to Lesotho between May and November 2019. 
3.3 Methodological Assumptions 
Methodology refers to the holistic framework containing strategies followed in the 
research and finding the optimal way to answer the set research questions (Denzin & 
Lincoln, 2018; O’Leary, 2017). An assumption can be defined as a belief that is true, 
sometimes for a short period of time or for a specific reason, such as developing a theory 
(Wargo, 2015). Assumptions can also be beliefs that cannot be proven (Simon & Goes, 
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2013). Declaring assumptions is a critical element in describing and setting up a research 
study (Simon & Goes, 2013). 
The first methodological assumption made in this study was that participants answered 
interview questions truthfully and did not just respond in a way they thought the 
interviewer expected, or that they felt forced to give a certain perspective. Honest 
responses were, therefore, assumed (Simon & Goes, 2015). The fact that anonymity and 
confidentiality were guaranteed and that a trust relationship was built during the research 
process, led to the assumption that answers were a true reflection of how participants felt.  
Another methodological assumption was that the researcher allowed the voices of 
participants to be heard and kept biases to a minimum. Bracketing experiences and being 
reflexive, capturing biases, prejudices and emotions in field notes and the reflexive diary 
contributed to the researcher’s allowing the participants’ voices to be heard. Applying the 
principles of trustworthiness discussed in this chapter also allowed quality research. 
3.4 Research Design 
Research design is a critical element in the research process (Creswell & Creswell, 2018). 
It outlines how the research was conducted and provides details of how the research 
problem was addressed (Maree, 2013; Mouton, 2013). It contains the micro-level, 
detailed information concerning who or what was studied, and what methods were used 
to collect, analyse and interpret data (Creswell & Creswell, 2018; Denzin & Lincoln, 2018; 
O’Leary, 2017). It also discusses how data was used to gain deep insights into how 
people perceive and make sense of their world (Henning et al., 2018). The research 
design process devised by Henning et al. (2018) was adapted and used to develop an 
iterative and cyclical framework for this study. Figure 3.1 outlines the process followed in 
this research. 
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Figure 3.1  
Research Design Process 
 
Note. Adapted from: Finding Your Way in Qualitative Research (p. 145), by E. Henning, W. van 
Rensburg and B. Smit, 2018, Van Schaik Publishers. Copyright 2018 Van Schaik Publisher. 
The research process started with a participant strategy, in which pre-research activities 
of locating the site and finding potential participants were performed. Step 2 was the 
process of gaining entry and developing rapport. A sampling strategy followed, in which 
decisions on who the population was, sampling criteria and the actual sample size were 
determined. Step 4 was the process of data collection, and all data collected were 
recorded. The data were then analysed, interpreted, discussed, which led to the 




The population is defined as “the totality of people from which a sample is drawn” (Gray, 
2018, p. 403) and, for this research, all women working in management positions in the 
financial sector within the borders of Lesotho were part of the population. 
3.4.2 Sample 
Creswell and Poth (2018) propose a sample size for phenomenological research studies 
to be between 5 and 25 participants. The sample sought and obtained for this research 
was 17 female managers in LFS. In order to obtain the research participants, the financial 
services organisations operating in Lesotho were approached to seek their permission to 
allow their female employees to participate in the study. Women managers in these 
organisations, who fit the criteria of having worked as a manager or executive in Lesotho’s 
financial sector for a period longer than one year, having been promoted in the past, and 
having experienced some form of leadership development, were targeted. Table 3.1 
outlines the organisations that agreed to allow their employees to participate. 
Table 3.1  
Nature of Business and Number of Participants Interviewed in Each Organisation. 
Organisation Nature of business Number of participants 
Org A  Risk Management 1 
Org B  Banking  3 
Org C  Banking  2 
Org D  Banking 2 
Org E  Public Service 2 
Org F  Insurance 7 
Total  17 
Note. Researcher’s own work. 
Table 3.1 indicates the nature of the business of the organisations who allowed their 
employees to participate, as well as the number of participants from each organisation. 
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3.4.3 Sampling 
The main objective of the sampling strategy was not to find a generalisation that could be 
extrapolated to the population, but rather to choose participants who could provide data 
that would lead to a rich, in-depth understanding of leadership development for women in 
management in LFS (Gray, 2018). For the purposes of this research, purposive sampling 
and snowballing were used because the participants were available, convenient and, 
most importantly, fitted the set criteria to qualify as participants in this study (Silverman, 
2014; Gray, 2018). 
Purposive sampling means obtaining participants who are best qualified to answer the 
research questions (Quartaroli, 2012). The sample was intentionally selected according 
to the needs of the study and, as this research was based on a phenomenological 
approach, purposively selected individuals who shared common experiences related to 
leadership development in LFS were chosen to provide detailed information that was then 
used to understand the phenomenon in greater detail (Creswell & Poth, 2018; Gray, 
2018). As the interview process progressed, participants identified other potential 
participants whom they knew in LFS who had experience in the phenomenon, so snowball 
sampling was also used as a sampling technique (Creswell & Poth, 2018; Gray, 2018; 
Merriam & Tisdell, 2016). 
3.4.3.1 Participant Profiles 
Table 3.2 shows the participants’ profiles. There was a wide age distribution amongst the 
17 participants: The youngest was 28 years old and the eldest was 56. Two participants 
fell in the range 20–30 years, seven participants were between 30 and 40, six participants 
were in their forties, and two participants were older than 50 years of age. Eight 
participants were executives, four were senior managers, four were middle managers and 
one a junior manager. Three women had no children, three had one child each, six had 
two children each, three had three each and two women were pregnant. 
Participants’ marital status ranged from married with children, married with no children, 
unmarried with children, unmarried and pregnant, unmarried no children, divorced no 
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children, divorced with children, and widowed with children. Eight participants were 
executives four senior managers, four middle managers and one was a junior manger. 
Most participants were graduates trained in the commercial field, but there were also 
those with legal, science and public administration backgrounds. Four participants held 
master’s degrees in either business leadership, business management or human 
resource management, three were qualified chartered accountants, and one had an LLB 
degree. 
The number and ages of participants’ children were also considered important as they 
could have an influence on the domestic pressures experienced by women managers. 
Three women had no children, three had one child each, six had two children each, three 
had three each and two women were pregnant. Children’s ages varied between 2 and 21. 




Position in Hierarchy Age range Children 
Org A  Participant 13 Middle Management 25-30 No 
Org B  Participant 1  Executive level >55 Yes 
Participant 9 Executive level >55 Yes 
Participant 2 Senior management 40-45 Yes 
Org C  Participant 16 Executive level 35-40 No 
Participant 17 Executive level 40-45 Yes 
Org D  Participant 6 Executive level 40-45 Yes 
Participant 15 Executive level 35-40 Yes 
Org E  Participant 12 Middle Management 40-44 Yes 




Position in Hierarchy Age range Children 
Org F  Participant 3 Senior Management 30-31 No 
Participant 5  Executive level 40-45 Yes 
Participant 4 Executive level 35-40 No 
Participant 7 Senior Management 35-40 Yes 
Participant 8 Senior Management 30-35 No 
Participant 10 Junior Management 25-30 Yes 
Participant 11 Middle Management 35-40 Yes 
 
Participants were allocated codes to protect their identity, hence the use of Participant 1 
and Participant 2 up to Participant 17. Their ages are given in ranges, their positions are 
classified in junior, middle, senior and executive levels, and the exact title of their position 
in the organisation (for instance, financial manager) is omitted to protect their identity. 
The above profile confirms the legitimacy of the participants to be selected and used for 
this study. 
3.4.4 Data Collection 
Interviews are the centre of many qualitative research studies (Ravitch & Carl, 2016), 
have been called the golden standard of qualitative research, and are said to be the most 
common data gathering method (Barbour, 2014). The research objectives of this study 
required a deep understanding of the phenomenon (leadership development of women 
in the LFS) and necessitated the need to create opportunities to gain deep insight into 
personal experiences (Gray, 2018). One-on-one, semi-structured, face-to-face 
interviews, using open-ended questions as a guide, were selected as the most 
appropriate primary data collection method (Creswell & Poth, 2018; Lune & Berg, 2017; 
Merriam & Tisdell, 2016). 
3.4.4.1 Pilot Study 
A pilot study was undertaken as it allowed for some practice and adjustment before rolling 
out the actual interview guide (Creswell & Creswell, 2018; Maxwell, 2013; Merriam & 
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Tisdell, 2016; Silverman, 2014). The pilot study assisted the researcher in assessing 
whether rich data could be obtained or whether the “right” questions had been formulated 
(Creswell & Creswell, 2018; Merriam & Tisdell, 2016; Silverman, 2014). The pilot study 
was conducted at Organisation B and two face-to-face, semi-structured interviews were 
conducted during May 2019. It was found that the interview guide contained too many 
questions and that interviews took too long. As a result, the number of questions was 
adjusted, and interviews were limited to a length of one hour per participant. 
Once participants were identified within organisations, they were required to sign consent 
forms before interviewing commenced. A research information letter (Appendix B), a 
research consent form (Appendix C) and a consent form for audio-taping the interview 
(Appendix D) were sent via email to interviewees prior to the interviews. 
3.4.4.2 Semi-structured Interviews 
Sixteen of the interviews were conducted face-to-face, and one telephonic interview was 
done to accommodate a participant who could not meet face-to-face requirements. Open-
ended questions were asked to allow some structure but also enough flexibility to obtain 
rich data (Creswell & Poth, 2018; Gray, 2018; Locke et al., 2010; Ravitch & Carl, 2016; 
Savin-Baden & Major, 2013; Silverman, 2014). The interview guide was sent to 
participants before the interview to enable participants to prepare for interviews. Appendix 
A presents the interview guide used to control the interview process. Interviews were 
conducted in English as all participants were highly proficient in the language. During the 
interviews, the researcher posed questions to control the discussion, listened to answers, 
recorded responses, and posed new questions when necessary (Gray, 2018). The 
researcher also practised attentive listening (Barbour, 2014), and particular attention was 
given to the tone and emphasis of certain issues (Gray, 2018). 
Where possible, data were collected in a work setting, and interviews were conducted 
either at the Lesotho offices of the respective organisations or at a venue that was intimate 
and private in which interruptions and distractions could be kept to a minimum (Gray, 
2018). Fifteen participants were met at their respective offices in Maseru, one at a coffee 
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shop in a shopping centre in Maseru, and the last interview was through a telephonic 
interview.  
A short form to collect demographic data was developed and sent to participants to 
complete beforehand (first section of Appendix A). Demographic data were collected to 
determine whether there were trends in certain demographic elements, such as marital 
status, level of education or number of children. The outcomes of the trends analysis are 
contained in Chapter 5. 
3.4.4.3 Field Notes 
Field notes were made during and after interviews to assist better understanding of what 
was being studied (Phillipi & Lauderdale, 2018; Schwandt, 2015). Behaviour, such as 
body language and tone of voice used during interviews, was observed and noted, as it 
was felt that it contributed greatly to the discovery of in-depth nuances that could have 
been missed if the researcher was not attentive, or could have been forgotten if notes 
were not taken (Phillipi & Lauderdale, 2018; Schwandt, 2015). Field notes were in the 
form of jottings on site during interviews that were later converted into more 
comprehensive field notes (Gray, 2018; Ravitch & Carl, 2016; Silverman, 2014). These 
field notes covered behaviour, activities, events, conversations, drawings of models, 
observations about the environment (Schwandt, 2015) and personal emotions, identifying 
and highlighting any biases and prejudices that were detected during the research 
process. The interviewer sat a “safe distance” across from the participant to avoid the 
possibility that the interviewee might be distracted by the field notes (Gray, 2018). Field 
notes were made unobtrusively while remaining attentive (Gray, 2018). 
While field notes were made to capture insights, potential categories and themes, and 
surprises gained at selected moments in the research process (such as during and after 
interviews) (Ravitch & Carl, 2016), the reflective journal offered ongoing real-time 
reflections, questions and ideas over time (Ravitch & Carl, 2016). As the researcher 
performed a vital part of the research, her thoughts and feelings were captured, and 
formed an integral part of the research (Gray, 2018). The researcher maintained a 
research diary to facilitate the research and captured theoretical insights, insights from 
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literature, personal thoughts, questions, feelings and reflections, observations and 
events, as well as decisions made while conducting research (Ravitch & Carl, 2016; Gray, 
2018; Yin, 2016). 
An old-fashioned notebook (Bouma & Carland, 2016), loose pieces of paper, poster 
papers, and diary entries into Outlook were also used to accumulate insights. These 
practices enabled the researcher to develop a reflexive discipline and encouraged her to 
rigorously record her thoughts, ideas and feelings as they evolved during the research 
process (Gray, 2018). Other advantages of keeping a record of events included 
preventing memory loss, providing information about the subject and the researcher, 
confirming the purpose of certain actions or decisions, and allowing an opportunity to 
reflectively ponder on events and recreate them if necessary (Lune & Berg, 2017). It was 
also sometimes used as a way of venting personal frustrations and breaking writer’s 
block. 
Interviews were transcribed shortly after the interviews were conducted. 
3.5 Data Management 
The quality of the data analysis depends on the quality of data records because 
negligence in recording interview data could have dire consequences (Gray, 2018). To 
prevent this, the researcher planned the data recording process, ensured the right 
equipment was in place, and that data records were kept safely to ensure optimal access 
for analysis (Richards, 2015). Sixteen of the 17 interviews were recorded using 
smartphone technology. Copious notes were made during the one interview that could 
not be recorded due to organisational confidentiality and security policy restrictions. 
Interview recordings were transcribed by a qualified transcriber, and these transcriptions 
became the core of the data analysis process (Ravitch & Carl, 2016). 
Voice recordings, notes taken during interviews and transcribed interviews were all 
accumulated, scanned, filed in a password-protected directory and backed up onto 
iCloud. Demographic information sheets and signed consent forms were scanned and 
filed in the same directory. Original copies were filed and kept in a safe cabinet in the 
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researcher’s office. Field notes and reflexive journal entries were made on Outlook 
Calendar and backed up regularly. In addition, backups were done on an external hard 
drive and stored in a cabinet in the researcher’s office. Demographic and biographic data 
of all participants obtained during each interview were captured on an Excel spreadsheet 
and saved on an external hard drive and in a password-protected iCloud account directly 
after each interview. 
3.6 Data Analysis 
The overarching objective of the data analysis in this study was to make sense of the text 
(Gibbs, 2018). Data analysis involves ordering, structuring and giving meaning to huge 
amounts of data (Rossman & Rallis, 2017). In this study, it involved pulling the data apart 
and then putting it all together again (Creswell & Poth, 2018). In the process of breaking 
the data down, characteristic elements and structure were uncovered, leading to the 
progression from collection to description, then to explanation, thereafter to 
understanding and interpreting, and ending with new insights into the phenomenon (Gray, 
2018). The process followed a rigorous and logical process, moving from data description 
to deep insights (Gray, 2018) and the discovery and exploration of ideas from the data 
proved to be an exciting and challenging process (Richards, 2015). Data analysis was 
commenced as interviews transcripts were completed and was done using a combination 
of Creswell and Creswell’s (2018) data analysis process and Saldaña’s (2016) coding 
and thematic analysis processes. Figure 3.2 illustrates the process in more detail. 
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Figure 3.2  
Data Analysis, Coding and Thematic Analysis Processes 
 
Note. Adapted from Research Design (p. 194), J. W. Creswell and J. D. Creswell, 2018, Sage 
and The Coding Manual for Qualitative Researchers (p. 14), by J. Saldaña, 2016, Sage. 
Copyright 2016. 
The first step in the process was to transcribe the raw data (Creswell & Creswell, 2018; 
Stuckey, 2014). As interviews were being conducted, recordings were sent to a qualified 
transcriber, who transcribed the recorded interviews into Word documents. Data were 
then tabulated, organised and prepared for analysis (Creswell & Creswell, 2018). All the 
transcriptions were printed out, after which the researcher read through all the transcripts 
and listed general ideas and perceptions related to what participants were saying in the 
open column of the table (Creswell & Creswell, 2018). Notes were also made about the 
tone or emotions displayed during the interview. Initial “gut feel” themes were generated. 
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The researcher read through all the transcriptions again (Creswell & Creswell, 2018) and, 
where typed notes were unclear, recordings were listened to again and corrections were 
made. 
The coding process started with assigning short phrases to the interview responses and 
typing these into a column next to each statement made by the participant (Saldaña 
2016). Table 3.3 contains an example of a portion of coding done on a transcribed 
interview. Appendix E contains a detailed description of themes and subthemes as well 
as a representative quote for each theme and subtheme. Appendix F contains all the 
quotes relevant to each theme and sub-theme.  
Table 3.3  
Example of a Transcribed Interview with Initial Codes 
Interview question: 
Do you find barriers in the Lesotho culture (are you expected to be/act in a certain 
way?) 
Participant answer Code 
There is a barrier. As a woman, there is a greater 
expectation from Basotho for women to take greater 
care of our families than what there are for guys. I don’t 
know why. I guess, in our culture, as a girl, you belong to 
your family until you get married so, for now, I still have 
to answer to my parents. They feel they have a right to 
my money until I get married; it is common to our 
culture. I am expected to give 15% of my money to my 
family.  
Cultural expectations: women must take 
greater care of families than the men have 
to. 
Young women belong to their family until 
they get married. 
Must give part of salary to family. 
I am expected to give 15% of my money to 
my family. 
 
Codes were then grouped into categories, and categories were entered in another column 
(Saldaña, 2016). Once all categories were collated, themes were identified, joined and 
the number of themes was minimised to get to the essence (Creswell & Creswell, 2018). 
A theme is defined as “an outcome of coding, categorising and analytic reflection” 
(Saldaña, 2016, p. 13). The thematic analysis done in this study is the result of an 
emersion into the data following coding and categorising (Rossman & Rallis, 2017). It 
took the analysis to a deeper, more integrative level and contains an explanation of the 
sense that is being made of the data (Rossman & Rallis, 2017). Thematic analysis was 
used in this study to identify and analyse patterns within the data (Creswell & Creswell, 
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2018; Gray, 2018). Themes captured important aspects of the data in relation to the 
research questions (Gray, 2018). A theme became a theme only after it appeared a 
number of times in the data set (Gray, 2018). Thematic analysis can be either inductive 
or theoretical (Gray, 2018). The inductive approach was used, in which themes emerged 
from the data. Table 3.5 contains an example of how codes were grouped into categories 
and categories into themes. 
Table 3.4  
Example of Table Containing Codes, Categories and Themes 
Interview 
question 















There is a barrier. As a woman, 
there is a greater expectation 
from Basotho for women to take 
greater care of our families than 



















I guess, in our culture, as a girl 
you belong to your family until 
you get married so, for now, I 
still have to answer to my 
parents. They feel they have a 
right to my money until I get 





their family  
Cultural role 
expectations 
I am expected to give 15% of 
my money to my family. 
Must give 





Seventeen categories and six themes emerged during the thematic analysis. Table 3.5 
lists the categories, and the themes were linked to categories in the corresponding column 
to the right. 
Table 3.5  
How Categories Link with Themes 
Categories Themes 
Cultural challenges Theme 1: Cultural beliefs, expectations and practices are 
barriers to women in management in LFS  
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Categories Themes 
Personal challenges Theme 2: Life as a woman in LFS is both challenging and 
exciting 
Challenges experienced in the 
organisation 
Theme 2: Life as a woman in LFS is both challenging and 
exciting 
Overcoming barriers Theme 4: Strategies to overcome barriers and challenges 
How to break the glass ceiling  Theme 4: Strategies to overcome barriers and challenges 
Requirements to become an Exec Theme 3: Leadership development needs of women in 
management in LFS; and Theme 4: Strategies to overcome 
barriers and challenges 
How to develop women leaders Theme 5: Leadership development interventions for women in 
management in LFS 
Available leadership development 
interventions 
Theme 5: Leadership development interventions for women in 
management in LFS 
Meaningful leadership development 
content 
Theme 5: Leadership development interventions for women in 
management in LFS 
Leadership development providers Theme 4: Leadership development interventions for women in 
management in LFS 
Women’s needs Theme 3: Leadership development needs of women in 
management in LFS 
Needs in the financial sector Theme 3: Leadership development needs of women in 
management in LFS  
Needs in Lesotho Theme 3: Leadership development needs of women in 
management in LFS  
Needs in Africa Theme 3: Leadership development needs of women in 
management in LFS  
Support systems Theme 4: Strategies to overcome barriers and challenges 
What organisations can do more of Theme 6: Organisations play an important role in developing 
women leaders 
Support from organisation  Theme 6: Organisations play an important role in developing 
women leaders 
 
Once themes were generated, the meaning of the themes was presented in a narrative 
format, complete with subthemes and detailed perspectives from participants (Creswell 
& Creswell, 2018). As data often “seem to beg for continued analysis after the formation 
of themes” (Merriam & Tisdell, 2016, p. 216), data integration tools such as relationship 
and integrative diagramming, interrelationships and a situational map were used as 
analytical exercises to facilitate interpretation and elicit pertinent patterns from the data 
(Clarke, 2005). Themes were synthesised to create frameworks for leadership 
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development in LFS (Gray, 2018; Grbich, 2010). These frameworks are presented in 
Chapter 5. The whole analysis process proved to be iterative and reflexive and evolved 
as data were being collected (Schutt, 2015). The process was circular, non-linear, 
iterative, complicated and progressive, and it took a long time to reach a conclusion 
(Suter, 2012). 
3.7 Data Presentation 
Qualitative data are typically presented in narrative formats, often using quotations (Yin, 
2016). Although there is no absolute recipe when it comes to writing up research findings 
in qualitative research, it remains essential that findings should reflect the experiences 
and perspectives of participants (Harding, 2013). Data presentation started with a clear 
outline to prevent readers from getting lost in the detail (Leedy & Ormond, 2015). The six 
themes that emerged from the thematic analysis were used as headings in the data 
presentation chapter (Creswell & Creswell, 2018; Creswell & Poth, 2018). The narrative 
was supported by verbatim quotations from participants (Yin, 2016). 
3.8 Framework and Diagramming Development Processes  
A theoretical framework is based on existing theories and provides a foundation on which 
a research study is built. It aims to “deepen the essence of a study” (Adom et al., 2018, 
p. 438). A conceptual framework interlinks concepts to provide a comprehensive 
understanding of a phenomenon (Jabareen, 2009). In this study, two theoretical 
frameworks were developed (Figure 2.10 and Figure 2.1) and two conceptual frameworks 
(Figure 5.3  
Framework of Role-players and Required Actions in Developing Leadership Amongst 
Women in Management in LFS 
5.3 and Figure 5.4). Frameworks explain how things (phenomena) work (Collins & 
Stockton, 2018), and all four frameworks in this study provide clarity as to how leadership 
can be developed for women in management in LFS. Miles et al. (2019) suggest 
frameworks be done graphically rather than in text, and in this study, all four frameworks 
are presented graphically. Although some of the ideas for the frameworks emerged early 
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on in the research process, there were many versions in which attempts were made to 
find the essence (Adom et al., 2018; Miles et al., 2019). The input and suggestions made 
by the promoters of the study contributed to the final frameworks.    
3.9 Ensuring Quality, Rigour and Trustworthiness 
Qualitative research has been criticised for being biased, unscientific, lacking rigour, 
anecdotal, filled with personal impressions, lacking reproducibility and generalisability and 
being subjective (Anderson, 2010; Gray, 2018). Qualitative research is often so linked to 
one researcher that, if another researcher had to repeat the study, it would yield radically 
different results (Gray, 2018; Kvale & Brinkmann, 2009). However, a range of methods 
was applied to ensure quality, rigour and trustworthiness, inter alia: reflexivity, credibility, 
transferability, dependability, confirmability, participant checks, peer reviews and thick 
descriptions (Creswell & Poth, 2018; Gray, 2018; Korstjens & Moser, 2018; Rossman & 
Rallis, 2017). The four criteria established by Lincoln and Guba (1985) were used as a 
framework in this study to ensure trustworthiness: credibility, transferability, dependability 
and confirmability. 
3.9.1 Credibility 
Credibility was achieved in this study through effective research design, application of 
instruments and collection and interpretation of data (Ravitch & Carl, 2016). Participant 
checking and thick descriptions were all used to achieve credibility. Credibility is achieved 
when participants believe the findings represent how they felt or how they experienced 
the phenomenon (Treharne & Riggs, 2015). Participant checks were conducted by 
allowing them to speak “into and about the study” (Ravitch & Carl, 2016, p. 197). 
Participants were given the opportunity to react to the researcher’s understanding and 
interpretation (Ravitch & Carl, 2016). Check-ins took the form of checking understanding 
during the interview process and building trust relationships with the participants to 
confirm or challenge the accuracy of the researcher’s perceptions throughout the 
research process (Ravitch & Carl, 2016). 
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A workshop was held in November 2019 in Maseru, where a presentation was made to 
participants, listing the findings. A copy of the presentation was sent to the participants 
who were unable to attend the workshop, and their feedback was invited. Another 
opportunity for participant checking occurred in May 2020 when findings were distributed 
to participants and feedback was elicited. Once the final thesis is completed, a copy will 
be sent to each participant. 
3.9.2 Transferability 
Transferability refers to the extent to which the research findings are applicable in other 
contexts (Treharne & Riggs, 2015) and ensures that a study can be applied to broader 
contexts without sacrificing the context-specific richness (Ravitch & Carl, 2016). The goal 
was to develop descriptive, context-relevant statements (Ravitch & Carl, 2016). 
Transferability was achieved through thick description of the data and the context to 
enable readers to compare the data to other contexts (Ravitch & Carl, 2016). 
The phenomenon is described in sufficient detail, providing comprehensive information, 
to make it possible to evaluate the extent to which the conclusions can be transferred to 
other contexts (Amankwaa, 2016). Copious details regarding the total research process 
are provided, including information regarding the location of the setting, the atmosphere, 
the climate, the attitudes, reactions not captured in the transcript, and feelings of the 
researcher (all contained in Chapter 7, Research Journey). A vivid picture is given of the 
events of the research, records were kept, field notes were made, and a research diary 
was maintained (Amankwaa, 2016). This information all contributes significantly to 
providing a thick description (Amankwaa, 2016). 
The concept of thick descriptions was developed by University of Oxford philosopher, 
Gilbert Ryle (Burley, 2018) but popularised by Geertz in 1973 (Flick, 2014; Richards, 
2015) and refers to the fact that detailed descriptions are required for meaningful and 
rigorous data analysis (Flick, 2014). Details of recall and imagery, interpretative 
comments, contextual knowledge, research methods, even raw data, were recorded to 
assist the researcher with the process of providing exhaustive descriptions to the reader, 
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to enable the reader to make decisions regarding the transferability of the findings to 
different contexts (Houghton et al., 2013; Richards, 2015). 
3.9.3 Dependability 
Dependability answers the question of whether similar results would be attained if the 
research were conducted by another researcher (Treharne & Riggs, 2015). When data is 
consistent and stable over time, one can say dependability has been achieved (Treharne 
& Riggs, 2015). To achieve dependability in this study, the researcher has provided a 
reasonable explanation of why the data was collected the way it was, and how the data 
answered the research questions (Ravitch & Carl, 2016). Reasonable arguments were 
given to explain the research methods chosen and the sequence of the methods (Ravitch 
& Carl, 2016). The research design and data collection plan (the keys to achieving 
dependability) were well thought through (Ravitch & Carl, 2016). Dependability of 
interview data was also increased by applying a standardised interview guide in all the 
interviews (Amankwaa, 2016). 
3.9.4 Confirmability 
The researcher recognised the fact that she is not objective, and, therefore, endeavoured 
to find confirmable data by being empathetically neutral, to steer away from obvious, 
conscious or systematic bias (Ritchie et al., 2013) and to explicitly acknowledge any 
biases (Treharne & Riggs, 2015). Structured reflexive processes were employed by 
taking field notes and keeping a reflexive research diary to highlight how prejudices 
influenced the researcher’s interpretation (Anney, 2014; Ravitch & Carl, 2016). 
Neutrality was maintained throughout the research process, from collecting, to 
interpreting, to presenting the data (Ritchie et al., 2013). To maintain this neutrality, the 
researcher endeavoured to be reflexive throughout the process, being very conscious of 
her own role and the impact of her own paradigms, and recording these perceptions in a 
reflexive journal alongside the technical findings (Ritchie et al., 2013). During the reflexive 
process, the researcher strived to be consciously aware of the relationship between 
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herself and the participants and practised being mindful, with a deep level of self-reflection 
throughout the research process (Bourke, 2014). 
The researcher also practised listening reflexively during the research process. This 
enabled her to gain an honest and informative account of the interaction with the 
participants (Lawrence & Tar, 2013). Field notes were generated throughout the 
interviewing and analysis process to show the development of emerging concepts and 
the interrelationships between concepts. The transcribed texts were also read in three 
ways: literally, reflexively and interpretatively (Schutt, 2015). A reflexive research diary 
was used throughout the research process to capture reflections on biases, thoughts, 
events and decisions (Schutt, 2015). 
The researcher sought regular external checks of the research process and the data 
analysis by sending through copies of the written work as it progressed (Creswell & Poth, 
2018). Two expert supervisors were involved in the process of asking tough questions 
and giving candid feedback regarding the process and methodology followed (Creswell 
& Poth, 2018). Face-to-face feedback sessions were also scheduled. Notes were made 
during these interactions, and corrective action was taken following these feedback 
sessions (Creswell & Poth, 2018). Development and consultation sessions presented by 
UJ’s postgraduate school were also attended. During these sessions, methodology and 
theoretical issues were discussed with experts and adjustments were made after 
feedback was received. 
3.10 Ethical Considerations 
Ethics are concerned with the extent to which humans behave morally and need to be 
considered in research (Edwards & Mauthner, 2012). Acting ethically is essentially “doing 
good and avoiding harm” (Aluwihare-Samaranayake, 2012, p. 64). As this research 
involved delving into other people’s lives, the researcher had an ethical obligation towards 
the population, the community at large and the participants to ensure their rights, privacy 
and welfare were protected (Lune & Berg, 2017). The researcher was confronted with 
ethical decisions throughout the research process, from conceptualisation through to 
report writing (Edwards & Mauthner, 2012). Any research that involves data gathering or 
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contact with humans must consider ethical implications and ethical principles such as 
avoiding harm, obtaining consent, respecting privacy and avoiding the use of deception 
(Gray, 2018). 
Although the aim of being ethical is to prevent harm to others, an additional aspect is 
ensuring professionalism in research. Therefore, being honest and transparent, dealing 
with integrity, and being responsible in reporting data are central to ethical and valid 
research (Lune & Berg, 2017; Ravitch & Carl, 2016). In this research, the research ethics 
code of practice of the Department of Industrial Psychology and People Management of 
the University of Johannesburg was adhered to. The research complied with the 
principles of full disclosure of the aims of the study, obtaining informed consent and 
providing assurances of anonymity. Research integrity and quality remained of the utmost 
importance throughout the study. 
The researcher was committed to carefully, thoughtfully and correctly reporting data and 
took great care not to tamper with or manipulate data, and to ensure appropriate analysis 
and storage of data (Thomas, 2015). Records of questions and interviews were kept at 
the researcher’s office to enable replication of design and analysis, and these records will 
continue to be kept in a place of safety. 
3.10.1 Do No Harm 
One of the most critical concerns in any research is avoiding harm (Leavy, 2014). Doing 
no harm refers to avoiding physical, emotional, material or reputational damage to anyone 
involved in the research process (Leavy, 2014; Lune & Berg, 2017). In this study, the 
researcher aimed to avoid being careless, under pressure, cutting corners, or not 
planning or thinking through the details of the research, as she realised these states and 
actions could lead to causing unintended harm to participants (Flick, 2014). The 
researcher also did her level best to ensure that participants never felt embarrassed, 
ridiculed or stressed after an interview (Gray, 2018). The researcher strived to be kind 
and caring towards participants, and approached the data presentation and reporting with 
extreme care so as to not put participant identification or embarrassment at any risk. 
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3.10.2 Privacy, Confidentiality and Anonymity 
Preserving confidentiality and anonymity is an enshrined principle in qualitative research 
(Barbour, 2014). Confidentiality relates to a participant’s privacy and what data about the 
participant will be revealed (Ravitch & Carl, 2016). The researcher committed upfront to 
guard privacy and confidentiality throughout the research process. They were also 
guaranteed in the research information letter and the consent forms (see Appendices C, 
D and E). Participants were required to sign the consent forms before interviewing could 
commence. In this study, there was a deliberate attempt to remove any records that might 
make identification of a research subject possible (Lune & Berg, 2017). Participant 
numbers were used to ensure anonymity; and names, unique attributes and job titles are 
not revealed in the final report (Ravitch & Carl, 2016). The identity of organisations 
participating in the research was also protected by using alphabetic characters to help 
with referencing and identification (Gray, 2018; Maree, 2013; Mouton, 2013). 
3.10.3 Informed and Process Consent 
Consent means that participants agree to research before it commences, and it is a vital 
concept and ethic (Ravitch & Carl, 2016). It requires the researcher to be clear on what 
is being asked of the participant, to allow time for questions and to allow rejection if 
anything is unacceptable to the participant. This is defined as informed consent (Ravitch 
& Carl, 2016). Informed consent was obtained from all involved in the research by 
informing them of the overall purpose of the research, its main features, and the risks and 
benefits of participation (Miller et al., 2012). Obtaining informed consent was not a once-
off process but was considered to be an ongoing process of obtaining and retaining 
consent to engagement throughout the project (Barbour, 2014). 
Consent forms (Appendices D and E) were sent to participants, and they were asked to 
sign these forms before participating in the research. Participants were fully briefed again 
by going through the Research Information Letter (Appendix B) at the start of an interview 
to help them understand what was being researched and the purposes for which the 
research would be used. Participants were told that they could withdraw at any time. 
Permission was obtained once again before the recordings of the interviews started. 
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3.10.4 Autonomy 
Any research should be guided by respect for people (Wester, 2011). Autonomy in 
research refers to participants’ values and decisions being respected (Flick, 2014). It also 
relates to issues of voluntariness, informed consent, confidentiality and anonymity (Wiles, 
2013). The researcher strived to minimise intrusion into the autonomy of participants 
(Sanjari et al., 2014). Care was also taken not to fall into the paternalistic trap of deciding 
on behalf of participants who should be involved in the research or not (Flick, 2014). 
Participants were given the opportunity to decide for themselves whether or not they 
wanted to participate in the study (Arifin, 2018; Wester, 2011). The researcher also 
ensured that individuals were not coerced into participating (by the researcher or others) 
by checking with participants before the interview started whether they were willing to 
participate and by stating it explicitly in the consent forms (Wester, 2011; Wiles, 2013). 
The researcher also endeavoured to practice the values stated under the Axiology 
subheading in section 3.2.3. 
3.10.5 Justice 
The ethical principle of justice was first defined in the Belmont report as guaranteeing that 
research procedures are fair, non-exploitative, and well thought through (National 
Commission for the Protection of Human Subjects of Biomedical and Behavioral 
Research [NCPHSBBR], 1979). It also implies there will be a fair and equal distribution 
of costs and benefits to potential research participants (National Commission for the 
Protection of Human Subjects of Biomedical and Behavioral Research, 1979). This is 
confirmed by Flick (2014) and Cox et al. (2014), who state that justice refers to all people 
being treated equally. In this study, justice was applied by ensuring the benefits and risks 
of the study would be evenly distributed amongst participants and society (Wester, 2011; 
Wiles, 2013). In the consent forms used in this research, the benefits and risks of 
participating in this study were stated explicitly and agreed to upfront with the 
organisations and individual participants. 
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3.10.6 Storage and Safeguarding Confidentiality 
Careless and clumsy handling of data can result in confidentiality breaches, and 
researchers need to intentionally take precautions so that information cannot accidentally 
fall into the wrong hands (Lune & Berg, 2017). Records of consent forms and 
demographic information about research participants were stored in a locked cabinet 
(Lune & Berg, 2017). Consent forms and demographic information are kept in password-
protected directories and backups are kept in a safe place. 
3.11 Chapter Summary 
Maree (2013) suggests covering the following elements in the research methodology 
section of a thesis: an explanation of the strategies and techniques used in a research 
study, the sampling, data collection and data analysis processes. The ethical 
considerations and quality criteria should also be discussed (Maree, 2013). The chapter 
started with a discussion of the research methodology and the rationale behind the 
research design. It further explored the research philosophy, with particular reference to 
ontology, epistemology, axiology and methodological assumptions. Details of the 
research design process followed, presenting the population, sample and sampling, and 
how data was collected, managed and analysed. Quality, rigour and trustworthiness 
strategies were discussed, and the chapter ended with details of how ethical standards 
were adhered to. 
In the following chapter, data are presented in a narrative format. 
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CHAPTER 4   
DATA PRESENTATION 
4.1 Introduction 
As qualitative data tend to be captured using narrative text, data presentation can be 
challenging (Yin, 2016). Qualitative researchers have many different options as to how to 
present data, including using short quotations, chapter-long life histories, tables, 
photographs, drawings and sketches (Yin, 2016). 
The chapter starts with an outline in Table 4.1 of the major themes and subthemes that 
emerged after the thematic analysis (Leedy & Ormond, 2015). The six identified themes 
are used to form the structure of the presentation (Creswell & Poth, 2018), and short, 
interpretive narratives from the researcher are interspersed with verbatim quotations of 
the participants’ responses (Creswell & Poth, 2018). 
4.2 Major Themes 
Six major themes emerged after the thematic analysis. Table 4.1 presents these themes 
and their subthemes. 
Table 4.1  




Theme 1 Cultural beliefs, 
expectations and 
practices are barriers to 
women in management 
in LFS  
Patriarchy  





Theme 2 Life as a woman in LFS 
is both challenging and 
exciting 
Work-life balance challenges 
Ageism  
Self-doubt, lack of confidence, holding back  
Life is exciting 
Theme 3 Leadership 
development needs of 
women in management 
in LFS 
Women-specific needs 
Needs relating to the African context 
Needs relating to Lesotho 
Needs relating to the financial sector 
Theme 4 Strategies to overcome 
barriers and challenges  
Build and display competence 
Required leadership competencies 
Work hard/smart and with passion 
Build a support network at work 
Build a support system at home 
Step up to the plate 
Educate others 
Theme 5 Leadership 
development 
interventions for women 
in management in LFS  
Valuable leadership development interventions already 
in place  
Leadership development methods 
Leadership providers, facilitators and mentors 
Theme 6 Organisations play an 
important role in 
developing women 
leaders 
What organisations are doing to support and develop 
women in management in LFS  
What organisations can do more of to develop and 
support women in management in LFS 
 
Table 4.1 contains a summary of the themes and subthemes. The six themes that 
emerged from the data are cultural beliefs, expectations and practices are barriers for 
women in management in LFS, life as a woman in LFS is both challenging and exciting, 
leadership development needs of women in management in LFS, strategies to overcome 
barriers and challenges, leadership development interventions for women in 
management in LFS, and organisations play an important role in developing women 
leaders. 
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4.2.1 Theme 1: Cultural beliefs, expectations and practices are barriers to 
women in management in LFS 
Participants articulated that their culture plays a significant role in the lives of women in 
management in LFS. They identified many cultural beliefs that are impacting their lives 
and, in the process, creating barriers for women to progress their careers. The 
participants experience these barriers as burdens placed on them by society. They are 
expected to conform to certain cultural expectations and standards, such as moral 
standards, the need to get married, dress in a certain way and make monetary 
contributions to support their families. They are also expected to be good wives, mothers 
and caregivers. These beliefs and expectations are deeply woven into the fabric of 
society:  
There are still many traditional/cultural barriers that we need to break through 
(Participant 11). 
4.2.1.1 Subtheme: Patriarchy 
Most of the participants indicated that, in Basotho culture, the man is regarded as the 
head of the household and, therefore, also the head at work. Participant 14 used the 
expression “head of everything” when she remarked, “We are raised to think that the head 
of everything always has to be male”. The words, “it’s a man’s world” were used by 
participants 6 and 15. These statements capture the essence of what is meant by male 
dominance, the existence of the boys’ club, and “men have it easier”. 
In a man’s world, where you have grown up, the man will always be the head of 
the house (Participant 2). 
We have a saying that the man is the head of the family, and sometimes they even 
want to apply it at work (Participant 15). 
Culturally, the man is the head of the house and the women is below. That comes 
into the work (Participant 17). 
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So I guess, as a woman, it sends a message right away that this is not your world. 
This is a man’s world – to go up to the executive level or even to become a 
managing director of any company. So that is the obstacle culturally (Participant 
6). 
Many participants expressed the view that men still predominantly lead the workplace. 
Participants 5, 11 and 16, used the words, “male dominance”. Participant 3 stated that 
she finds it very difficult to navigate in a space that is predominantly male. Participants 5 
and 16 also mentioned the financial sector as being particularly male-dominated and a 
sector in which the females can feel threatened. 
From a Lesotho point of view, many organisations are led by men. So I guess, as 
a woman, it sends a message right away that this is not your world, this is a man’s 
world – to go up to executive level or even to become a managing director of any 
company (Participant 6). 
It is especially at the top echelons of management that males hold the executive power. 
The perception exists that the top positions are reserved for men only. 
It is clearly not equal because the executive power is 100% with men (Participant 
13). 
Many organisations are led by men. When you look at high positions in most 
companies, you will still find that it is men that are on top (Participant 6). 
I think it is slightly worse in Lesotho than in the rest of the world. I am just looking 
at the number of women in top leadership positions. So for me, it is more difficult 
for us to climb the ladder (Participant 3). 
Participants also mentioned the existence of a so-called boys’ club, in which men network 
with greater ease than women. These networks extend beyond the social realm and are 
brought back into the workplace, and women are excluded from them. 
It is almost as if there is this men’s club that don’t allow women to take part in 
(Participant 15). 
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Men tend to form boys’ clubs within larger groups consisting of men and women, 
and the club is impenetrable. They make it that way. That is why it extends beyond 
work – even weekends where they play golf together, and they make sure it is tight, 
and they bring it back to the boardroom. We are reluctant to join the networking 
sessions as it is mainly male (Participant 16). 
Women are excluded from these networks by various methods, which include activities 
that impact on family time and using humour to discourage participation. 
When I started playing golf as a means of networking, I found that the golf space 
was also male-dominated, and they were all day and all weekend on the golf 
course. For them [the men] it is not an issue, because they most probably have a 
wife or someone at home doing all of that for them (Participant 5). 
So after work, you go home, and you go be a wife or a mother but, for the male, it 
is accepted to go out for soccer or a drink (Participant 8). 
When we have functions, the men will sit in one corner and, if you try and join them, 
the jokes are designed to exclude women (Participant 4). 
Due to the domestic responsibilities and pressures women experience, the participants 
believe it is easier for men to network than for women. Men use the boys’ club to support 
each other when decisions need to be made in the boardroom and positions need to be 
filled at the top. Strong network connections made on a social level result in positions 
being given to fellow men when these become available. 
I find that men network easier than females (Participant 5). 
Men have the opportunity to go and have a beer with the chairman of the next 
company and, before you know it, you have enough social capital to be trusted. 
They know each other and have not just heard of each other. And then they are 
comfortable to appoint you (Participant 8). 
For example, in an Exco meeting and we have to vote for something, and there is 
a motion that is tabled, they won’t even have to go out and discuss it, they just 
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agree, and they haven’t interrogated the issue. This clique of theirs … It is not as 
if they want to sabotage women, but they speak with one voice – period (Participant 
4). 
Participant 13 asserts that men often hold top positions. Male colleagues have an 
advantage over the females as it seems to be easier for males to connect with their male 
CEO, than for women to connect with him. It also seems problematic for women to build 
strong relations with the male CEO as that could be perceived as being sexual in nature. 
The executive power is with the men, and it is much easier for a man to relate to 
another man in a professional setting. When you observe, it is also much easier 
for the equal male counterpart to get forward – I guess because the CEO is a man 
(Participant 13). 
It is not as easy for us women: If you start trying to get closer then there come 
rumours, maybe you are trying to get with the CEO, but such things do not exist 
for guys (Participant 13). 
Participants said the male network is also used to grow and develop as men have no 
problem giving and receiving feedback from other men, and to obtain each other’s 
backing when applying for a position. 
What I have also seen with men – what we as women don’t have – they are able 
to criticise each other, give each other feedback, and they don’t take it personally 
– they use it to build them. A man will go to his peers and friends and tell them that 
he is eyeing that thing [position], and I need you to back me up (Participant 7). 
To a certain degree, participants felt that men generally “have it easier”. This included the 
perception that women need to work twice as hard as their male counterparts do. 
Our male counterparts have it very easy (Participant 15). 
Sometimes, people will look at you in a questioning manner if you say something 
that seems controversial. But, you know, a man can say it in a conversation and it 
will be fine (Participant 3). 
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I believe that working in the corporate world and in leadership, I find myself having 
to work twice as hard as many men work (Participant 17). 
The issue of men being better remunerated than women are surfaced as an issue. 
Participants also have to negotiate more for development funds than men do. 
An organisational barrier is the issue of pay: the fact that we are definitely not paid 
the same for the same type of work that we do. I have compared my salary with a 
male friend in a similar position, and they earn like ten thousand rand upwards in 
excess of what I earn. Luckily, because we all are friends, we sort of sneak around 
and ask, Just show me your job description; I just want to see – and we are doing 
the same job. But, I think, because our company is so small, I end up doing a lot 
more. So I am dabbling in project management, etc., and there are a lot of hats 
that I wear, but I don’t wear them at the same cost as a man. That is definitely an 
organisational barrier for me (Participant 3). 
I have also picked up that the rate that we get enrolled for further studies is also 
not the same as the guys. For the guys, it is very easy to say that they want to go 
for an MBA but, for us females, it is No, wait another year or maybe two. And these 
are things we get from HR. They won’t be specific and say, No, you can’t do that 
because you are a woman. It will be things like the budget. And then a man will 
ask for the same thing in the same budget cycle, and they will get it. So I will think, 
No, it can’t be the budget – so that is that (Participant 3). 
There are lots and lots of things you [women] have to negotiate in addition to what 
I think a man would (Participant 3). 
The fact that women experience pressure performing domestic duties, while men seem 
to be exempt from these, also creates the perception that men “have it easier” than 
women. Participant 2 remarked that it is different for men: They can leave after work and 
relax. This “extra” freedom and time men have gives them more time to study and, 
therefore, progress their careers at a faster pace. 
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Because of the culture, you will find that most men are likely to advance in studies 
more than women would. When we [women] get a form, we will not have time to 
read it, but men, sitting waiting for the food that the woman is busy making, can 
read it. So in an environment where qualifications are regarded as very important, 
it will favour the men more, just because they have more time. It has to do with the 
nature of how we grew up. So men will advance faster than women (Participant 2). 
It was also felt by the participants that men are appointed based on their potential, 
whereas women need to prove themselves before they are given the opportunity to lead. 
Women need to be qualified and experienced before they are given a chance to lead. 
Men are trusted to be capable much more easily than women are. 
There is an expectation for a woman to be highly experienced and educated to get 
a senior position, as opposed to a male, who can be given an opportunity just on 
the basis of potential. They would say, This guy has the potential to grow, to do 
good but, for a woman, they want to see you have a master’s degree; and they 
want to see what you have achieved, what is concrete and tangible in the past, 
before they will say you are qualified to get the position, and before they will give 
you a chance (Participant 8). 
It was observed by most participants that men also seem to have a lot more confidence. 
They seem to be courageous and not shy to step up to the plate. They also believe in 
their own abilities, even if they have not yet performed the required task. 
I must say, I am not sure if it is a woman thing, but the reason I am explaining it is 
because, culturally, Basotho men, I see them presenting even things that they 
cannot do (Participant 17). 
The men who are very junior apply for the position. Our current CEO did not have 
much experience; he came from another [organisation]. Many people did not think 
he would get the position, but he ended up with the position of CEO. Because men 
are not scared: If where they see chances are very slim, they go for it (Participant 
15). 
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4.2.1.2 Subtheme: Specific Cultural Role Expectations 
The biggest expectation society places on women relates to the particular role they should 
fulfil. Participants indicated that women are expected to fit the mould of being primarily 
caregivers, housekeepers and childminders, irrespective of their workload or the 
responsibilities they experience at work. The pressure to adhere to these cultural 
expectations places a huge burden on women in management in LFS. Domestic duties 
are not evenly distributed, and the workload at home seems to be skewed towards 
women. 
There is a barrier. As a woman, there is a greater expectation from Basotho for 
women to take greater care of our families than what there are for guys (Participant 
13). 
At the office, you are CEO but, when you get home, you are still mommy and a 
wife. You must make sure the house is running, and it is a lot. You are 
predominantly the caregiver. So it takes a lot of negotiating and a lot of growth from 
setting up your family life to supporting all these things (Participant 7). 
The difficulty in our culture is that women are expected to do certain chores in the 
home that is for her only, and not for the men or children, e.g., cooking, no matter 
how full and busy her day has been (Participant 2). 
It has to be noted here, though, that some men are also very supportive and that, in some 
marriages, there is good role distribution with respect to household duties. Many Basotho 
consider a woman’s place to be primarily in the kitchen, and participants found this to be 
frustrating. Despite the fact that they were fulfilling powerful and pressurised positions in 
LFS, women are still required to be, first, wife, mother and caregiver. 
Frustrating … mainly because culturally, society believes that women belong in the 
kitchen (Participant 16). 
Even “enlightened” men, who support women in management positions, still seem to have 
an underlying perception that women are more suited for a role in the kitchen than for a 
role around the boardroom table. 
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I have a good director, but he will still joke that women belong in the kitchen and 
are too emotional. But it is done very subtly (Participant 16). 
It is not only others who have these deeply ingrained beliefs, but women themselves also 
seem to have a deep-seated belief that they should be in the kitchen rather than leading 
in the workplace. Having been exposed to such beliefs for so long, this way of thinking 
has, to a certain degree, infiltrated the way they see the world. 
And the other issue would be we and our habits. We don’t give ourselves chance 
for self-development because we are so indoctrinated by the whole culture thing 
that women are second-rate and belong in the kitchen (Participant 16). 
In the participants’ view, there is a further expectation that men have to be treated with 
respect. Not treating a male with respect can have huge consequences, and women often 
adhere, just to keep the peace and avoid conflict. 
It is expected of a woman to respect men (Participant 11). 
Women have to respect men. In Lesotho, we are raised to respect men (Participant 
15). 
To avoid clashes and frictions and confrontations, I will do it for the sake of doing 
it. Culture plays a major role (Participant 14). 
Not only are women expected to respect men, but the participants also said they are 
required to be subservient. Women, therefore, invariably step into the role of being 
submissive and, when a lead role needs to be fulfilled at work, it can sometimes become 
complex and problematic. This also poses a challenge when women need to manage 
performance or when they need to be assertive in getting their views across. 
Women are ordinarily submissive and expected to be submissive. So you are with 
your counterparts in a meeting and women are expected to take the minutes. And 
often women do take the minutes. That sort of context is very important (Participant 
8). 
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It is the perception that women are subservient to men. When you lead men, there 
is always that thing (Participant 7). 
Participants 4, 15 and 7 indicated that subservience is displayed by behaving in a certain 
way, in which women are expected to be modest, quiet and “perfect”. When women 
become self-confident in the workplace, it could be perceived as being disrespectful. 
Participants, therefore, sometimes feel they are not taken seriously, and that their views 
are not considered. They might even hold back on their opinions just to fulfil this “perfect” 
role. 
I think it is a cultural thing because, generally, we would have to be calm, demure, 
not too aggressive or too that or too this, and subservient (Participant 4). 
So sometimes, when you have a conversation with a man, it is as if you are not 
respectful to the man, especially if you are the kind of lady that stands her ground 
and says what she wants and express yourself without being timid (Participant 15). 
In Lesotho and possibly Africa, women are taught to be modest (Participant 7). 
Participant 6 shared a beautiful story to illustrate how these characteristics and roles are 
ingrained from an early age. 
There is something about women that is lacking from an early age, especially in 
our country. In our country, a lady or a girl belongs at home and a boy belongs 
outside. So when a girl is young, they will be with their white dress and they will be 
neat, and the boys will be playing getting dirty and muddy. But, with a girl, it is, Oh 
no, you are not supposed to be playing and getting dirty! So I think that is what 
makes us from a very young age to go our separate ways. The boy thinks, I can 
be whatever I want to be, and the girl, there is always a lot of noise that they are 
not supposed to do this and not supposed to do that. So they are taught perfection, 
but boys are taught to live. You see the difference? Boys are open, they are just 
out there living their lives, but women even now … for the bars … they are not 
supposed to go to a bar. There are restraints that are put on a woman. They make 
them be not what they are supposed to be. So they are taught, if they ever have to 
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do something, just to be good, just be perfect. But a man is told, If ever you want 
to do something, just do it. Even if they come back dirty, it is, Good boy, you have 
been playing, but for a girl, it is, Why have you not cooked? (Participant 6). 
This view of men being superior has an impact on how women are positioned in society, 
and even the way they see themselves. As a result of these perceptions, women are 
considered unable to lead in the workplace. They are also expected to relinquish their 
ambition to lead and rather fulfil their duties as caregivers at home. 
The woman is always below. We never experience where you can say the woman 
can be on top and direct things downwards. That affects us in that in the way that 
we feel inferior and do not always expose the strengths we have. We are still 
second to men. So I do not know how we can change that (Participant 2). 
We have … this thing that women can’t be leaders. Women can’t be good leaders 
(Participant 15). 
I think it comes from the way we were brought up, in Lesotho. We are taught to be 
wives and mothers more than career women (Participant 11). 
Participants said that, because women have been culturally indoctrinated to believe they 
need to be subservient and secondary to men, they tend to hold themselves back. They 
battle to step up and, in some cases, even resist “blowing their own horn”. 
I think it is a cultural thing because, generally we would have to be calm, demure, 
not too aggressive or too that or too this, and subservient. So we need to come out 
more. We have that ability in us, but I blame it on the culture (Participant 4). 
As a woman, I am not able to blow my horn as much my male colleagues can do. 
What I have realised through my journey is that I rely a lot more on my ability to 
deliver. And it is a challenge in leadership because it is no longer about detail but 
rather about how I appear in the boardroom. It is something I am working on, but 
then I try to understand where it can be coming from and I do realise that it is 
probably how I was raised, as it was considered rude to blow your horn. Rather let 
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other people do it. Now, that is challenging when I am supposed to be competitive 
in leadership (Participant 17). 
Because, whenever there is something, the men are always jumping volunteering, 
but the women will hold back (Participant 7). 
Some participants felt that men and society perpetuate these roles by making women feel 
second-rate when they do not adhere to these stereotypes. When women express 
ambitions or speak their minds, they are looked down upon and could even be labelled 
as domineering and controlling. 
It will often be said of women studying at university that they want a position and 
climb the corporate ladder because they do not have a husband, or that you are 
domineering and want to control things (Participant 16). 
A woman that speaks out is frowned upon (Participant 7). 
Participants 14 and 16 felt that some husbands might also hinder women wanting to 
progress their careers. The fact that their wives could be better remunerated than they 
could be perceived as posing a serious threat to their manhood. 
In other situations, your husband will not allow you to take a certain position. So it 
will be a taboo for you. You will not be allowed to take the position, or you will be 
seen as being insubordinate. Sometimes a husband does not want you to be well 
known. That could be the reason why you cannot crack the glass ceiling. If it is 
known that your salary is higher than his, he might not want you to have that 
position (Participant 14). 
It is societal, judgemental, the way we are brought up – family first. And if you have 
a husband that is not supportive, you will be in trouble. It is still the issue of a 
woman cannot be more successful than a man [in a marriage situation]. If you look 
at statistics, most women that are in high positions, especially in the financial 
sector, are divorcees or single (Participant 16). 
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Participants pointed out some specific moral standards that women are supposed to 
adhere to, and many questions are asked if these rules are overstepped. This includes 
clothing norms, the expectation to get married, and not to have illegitimate children. 
You are constantly expected to do things in a particular way, i.e., the way you 
dress. The way you dress as a pregnant woman. You are pregnant: You should 
not be wearing this (Participant 8). 
They expect me to ascribe to their moral standards, of course. For instance, if I 
went home now, premaritally pregnant, it would be a huge disappointment to them, 
despite the fact that I can afford to raise my own child. The expectation is to behave 
well until you are married. They would say things like, I hope you don’t live with 
your boyfriend. They have an implicit expectation for me to get married, and they 
ask that a lot (Participant 13). 
Families expect unmarried working women to contribute a part of their salaries to the 
family and to fulfil their duties at funerals. The time spent preparing for a funeral can place 
a huge burden on the working woman. 
I am expected to give 15% of my money to my family. I don’t know why: I guess, 
in our culture, as a girl, you belong to your family until you get married. So for now, 
I still have to answer to my parents; they feel they have a right to my money until I 
get married: It is common to our culture (Participant 13). 
As women, there are some things we cannot do. For example, there are things that 
are expected of me from a cultural perspective. If my husband dies, I have to mourn 
for a full six months. There are certain things I cannot do. I have to wear a mourning 
cloth for months. Let’s say I have to go to London for a course … (Participant 14). 
For example, at a funeral, females are expected to do a number of things which 
can only be done by females, being there from a Wednesday to Sunday for a 
funeral. But, as a working woman, you don’t have the luxury of being there. The 
family you married into will frown upon you: You are not outside with the big pots 
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cooking with the others; You only come on Saturday morning. What kind of woman 
are you? (Participant 8). 
To a certain degree, it is believed that society in Lesotho is not yet susceptible to receiving 
women in top leadership positions. If society is not open to the notion of women in 
leadership positions, women might shy away from taking on top-level positions. 
I am not sure if, worldwide, society is comfortable to have women CEOs. I know 
that, in other parts of the world, it is starting to happen but, in our country, we are 
not comfortable with it yet (Participant 15). 
The participants said culture plays a significant role in the lives of women in management 
in LFS. Participants identified many cultural beliefs that are impacting their lives and, in 
the process, creating barriers that prevent women from progressing in their careers. 
Women experience these barriers as burdens placed on them by society. They are 
expected to conform to certain cultural expectations and standards, such as moral 
standards, the need to get married, dress in a certain way, make monetary contributions 
to support their families. They are also expected to be good wives, mothers and 
caregivers. These beliefs and expectations are deeply embedded in the fabric of society. 
There are still many traditional/cultural barriers that we need to break through 
(Participant 11). 
4.2.2 Theme 2: Life as a woman manager in LFS is both challenging and 
exciting 
Participants indicated that life as a woman manager in LFS can, at times, be both 
challenging and exciting. Although not all participants expressed their difficulties, and one 
(Participant 1) even felt women should not be complaining about their circumstances, 
others were very open to sharing the pressures they experienced daily. Women in urban 
areas definitely have it easier than women in the rural areas (Participant 2). Subtle 
discrimination (Participant 7) and stereotyping (Participant 8) are still alive and well, and 
Participant 17 believes women are generally not given a fair chance and are often not 
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taken seriously. Participant 2 sees the root cause of this manifestation as a legacy of 
historical legal systems. 
[A barrier] for us which is unique in our culture in terms of men and women, and 
this obviously stems from the laws of Lerotholi, [is] that a woman is not necessarily 
an adult but a child. And I think a lot of men come into the workplace with salient 
resistance: They won’t show you, but there will be inertia: If you want something 
done tomorrow, they will do it the day after tomorrow – and they will not tell you 
why they did not do it on the day. There is absolutely that, that we have to deal 
with. And I don’t even know what courses to deal with this, or if it is something we 
have to go through as change management, but … this whole male-female 
relationship is a formidable issue in this country (Participant 2). 
Women face a lot of struggles (Participant 8). 
4.2.2.1 Subtheme: Work-life Balance Challenges 
Achieving work-life balance is difficult. It was explained by the participants that, due to the 
cultural role expectations placed on women by society, women tend to spend more time 
at home fulfilling household chores than their male colleagues. When odd hours 
(weekends and after hours) call for supervision at work, it seems as though work pressure 
and home duties collide. This clash results in women often feeling exhausted and 
challenged to try and keep all the balls in the air. Guilt might also rear its head, as women 
feel they have to choose between work and home. 
Women are expected to do certain chores in the home … no matter how full and 
busy her day has been … it is very difficult … [we] have to have a reliable helper. 
So between the normal day to day work reading and researching … you get home, 
and you still have to give attention to your young children. That is another workload. 
Looking at the household chores themselves, it requires a lot of energy. So there 
is a need for a work-life balance, so you don’t compromise one or the other 
(Participant 2). 
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So the challenge that we are having is that, sometimes, we will have to work odd 
hours or weekends, and we can’t have excuses for that. So that means that we 
have to compromise the time we spend with our kids, family or other issues that 
we have to attend to (Participant 14). 
We do it all: We work, we take care of the kids, run the household, etc. (Participant 
11). 
It becomes very difficult because of the demands (Participant 8). 
It [the challenge] is that balance: What do you want from life? And then work 
balance and family balance (Participant 6). 
Participants 6 and 8 considered work-life balance to be their greatest challenge. 
Work and family life balance is a challenge. Me, making time for the family. With 
my work, I have to do a lot of reading, analyse and disseminate what it means for 
[our organisation] – I must be able to separate the two. That is the main challenge 
(Participant 6). 
Balancing the demands, i.e., having and raising children [going on maternity leave] 
and still giving attention to your career as well: That is my biggest challenge at the 
moment (Participant 8). 
Participant 10 shared the fact that, when pressures at home, such as sick children, keep 
her awake at night, work pressures continue regardless. Many men are absolved of these 
duties at home. 
I am a woman and, at work, I need to have the same strengths and understanding 
as men do. But, when I get home, I am a mother, a wife, and I need to take care 
of the family: tired or not tired, it is the same. Even if I am up the whole night, I am 
still expected to be at work on time the next day (Participant 10). 
Participants also sometimes felt conflicted because they want to be good wives and 
mothers but are also ambitious, wanting to progress their careers. In addition, even if a 
woman succeeds at work, she tends to diminish her own success. 
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[You] want to be good at being a mother and a good leader, but you still want your 
career to go on a trajectory. A lot of women are coming out of Lesotho to grow 
professionally, but they are feeling sorry for their achievement, that they want to 
try so hard to still be a good wife or a good mother (Participant 8). 
When to have children, and planning the timing and career trajectory carefully, could help 
to deal with the pressures of having small children and heavy responsibilities at work. 
This places demands on women to make some tough choices. 
Also, as a mother, there are challenges. Sometimes I think it is better to have kids 
at an early age because, once you start married life and have kids, it is almost as 
if your life is at a standstill. You put everything aside, like going to school, 
developing your career because, now, you focus on marriage and having kids. So 
that also sets back our lives. It feels to me as if, since I have gotten married and 
had kids, I am not going forward. I did a business science degree and would like 
to do a master’s but, when you have kids, some of those things, you have to put 
them on hold for a while. That is really a challenge for women (Participant 15). 
Sometimes you need to decide. Otherwise, you will not be able to strike a balance 
to juggle balls in the air (Participant 8). 
Participants indicated that women, by their own choice, resist breaking through the glass 
ceiling because they consider it to be impossible to juggle the work-life balance balls. 
They also consider that the sacrifices they would need to make in terms of their family 
would not be worth their while. Some women are content with their circumstances and 
their positions and choose not to give up that balance for a higher position. 
Women believe that they will not have time to look after and do their home duties 
and bring up [their] children well if they have a position like CEO (Participant 14). 
What are the sacrifices I am going to have to make? Because, if I am working and 
studying, I am going to have to make a lot of sacrifices. Maybe being with my kids 
and missing raising them because I will be spending a lot of time working and 
studying all the time. It becomes very difficult to relate to your kids if you leave it 
140 
too late. The sacrifices worry me. We get complacent, and I also think we start 
weighing up things: You start weighing up your priorities, especially if you are 
married with kids, because you want to balance things out. So if you are working, 
and if you want to get to the top, you will need to be studying as well. Which poses 
its own challenges too – and you have to be there to take care of the kids 
(Participant 11). 
My life is spread nicely; and I realise, to become this [CEO], I will have to cut down 
on all these things that I love so much, that make me this nice, well-rounded person 
that I am. You will have to narrow your life to be about business and the company 
100%: It has to be your life. It [becoming a CEO] is not my ambition because it 
requires your life to be about the organisation, the industry; the stuff has to 
consume you. There is too much sacrifice – family time (Participant 7). 
Past encounters, such as childhood experiences of a mother who did not achieve a work-
life balance, can also stop women wanting to break through the glass ceiling. Women 
then exercise a choice not to pursue the top echelons of management as they do not 
want their children to experience what they went through as a child. 
Also importantly for me, because I was raised by a single mother and she went 
forward to reaching the highest positions and try to make a good life for me 
financially, but I suffered a lot in not having a relationship with her, and I am very 
wary of compromising that. So that becomes such a difficult choice (Participant 
11). 
Having considered the sacrifices, women may make a conscious choice not to pursue the 
top leadership positions. Participants stated that pursuing opportunities outside the 
corporate world then become attractive. 
So you get to a point where you are comfortable, and then you start debating 
whether you still want to be in the corporate world or embark on a business of my 
own (Participant 11). 
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Women also have to consider their husbands’ careers. Participant 11 highlights the 
importance of matching her and her husband’s activities: 
You have to be able to match your activities with your husband’s activities 
(Participant 11). 
4.2.2.2 Subtheme: Ageism 
Ageism is defined as prejudice against someone based on their age (Chipfupa, 2016; 
Nelson, 2016; Smedley & Whitten, 2017). As elders are expected to be treated with the 
utmost respect in Basotho culture, some participants found it challenging to manage 
employees who are older than they are. Participants 4 and 2 expressed such frustrations. 
Although Basotho society is ethnically homogenous, diversity issues such as ageism 
surface from time to time. 
We are a homogenous society so [we have] no diversity issues. We are Basotho. 
Period. [But other issues such as] age comes into play (Participant 4). 
Ageism … is a formidable issue in this country (Participant 2). 
The impact of this cultural phenomenon infiltrates the workplace. A person’s age is a 
determinant in being promoted. 
In the work environment, the person higher has got a lot more to do with age than 
with gender. People will often think you do not know enough because you are 
younger than them. So you have to work twice as hard for them to listen to you or 
to be taken seriously. So it is not so much about gender, but more about age 
(Participant 13). 
As a young woman, the higher up you move, there is an issue of ageism. I am not 
sure how to navigate that, but it almost feels like you can only be a certain age 
before you ascend the corporate ladder (Participant 2). 
Women also find it challenging when they have to manage elderly men. They find it a 
relief when they do not have to manage older people. 
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I think what has really helped us is that I don’t manage anyone older than myself. 
I am actually glad that age plays in my favour because you generally get a bit more 
respect when you are older (Participant 3). 
It was the most difficult time because most of them were even older than I was. So 
there was always a bit of friction (Participant 11). 
To counter prejudices related to ageism, participants show their worth. They create 
reasons to be taken seriously and to prove the fact that they add value. 
There was a debate in the management team right after I was promoted whether 
to invite me to the managers’ meeting and the concern was that I was too young 
for the things that they were discussing at the meeting. The only way I could get 
invited to such a meeting is to create a need for them to have me there. Otherwise, 
I do not see how I could convince them that, although I am young, my job 
capacitates me to sit in on the meeting (Participant 13). 
4.2.2.3 Subtheme: Self-doubt, lack of confidence and holding back  
Some of the participants were brave enough to admit they sometimes felt a lack of 
confidence and felt internally conflicted about believing they had what it takes to break 
the glass ceiling. 
In my own self, there are a lot of self-inflicted barriers. Like trust in self, confidence 
and the ability to deliver and the unnecessary pressure to perform (Participant 13). 
Often, I have this feeling – I don’t know if it is just me or other women as well –but 
I feel as if I am not good enough. I often compare my achievements with other 
people’s achievements, even if they have been here for much longer than me, and 
I do realise that I must be good if I have managed to get to where I am. Sometimes, 
as people, we doubt ourselves a bit too much, or we are too harsh on ourselves 
(Participant 15). 
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The one thing I, or all females do, is we question ourselves. Sometimes I have 
confidence issues about, ‘Am I doing the right thing; am I on the right path; am I 
making the point in the right way?’ Confidence is [a] huge [issue] (Participant 5). 
When asked whether there was anything that she thought women still need that the men 
already have, Participant 16 replied, “Confidence”. Participant 9 supported that by saying 
she believed it was the most important development area for women. Participant 16 also 
thought confidence is the main development area. 
Still, confidence would be one of the main things because, in terms of education, 
women are more educated than men (Participant 16). 
Participant 4 believes that most women battle with confidence. However, she was unsure 
if it is possible to teach confidence. 
There is a lack of belief in oneself. You can’t train someone to have confidence in 
themselves, but that is where we are missing. I think for most women (Participant 
4). 
Participants admitted to becoming fearful at times. Being in a comfort zone is another 
reason why women decide to hold themselves back. Women want to be taught how to 
believe in themselves and how to overcome their fears. 
I think women are afraid to lead. [We need to] get them to realise that they can do 
it. [We need to build] self-belief (Participant 14). 
Women need to stop being apologetic or minimising themselves. Because, what I 
have seen, as women, we are very good at detail and just doing, and we do not 
want to take the glory. As women, we are apologetic all the time. We are more 
comfortable being just below (Participant 17). 
The participants themselves also seem to resist stepping up to take on challenging 
projects or apply for top positions. They need to be approached on a one-on-one level 
and almost be pushed to step up. 
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I think, as women, we don’t allow ourselves to really go up to those high positions 
(Participant 11). 
As women, we doubt ourselves. When top positions become available, very few 
women apply, if any. Women must go for it because men are not scared: Even if 
they see chances are very slim, they go for it. We over-analyse, and we don’t take 
that step (Participant 15). 
If you approach the women one-by-one or specifically ask them, and then they will 
step forward. Even I, leading women and men, am aware that the men will be on 
top of things. Not that the women are not capable, but they sort of let the guys go 
first (Participant 7). 
4.2.2.4 Subtheme: Life is also exciting 
It is also important to note that, although participants mentioned many barriers and 
challenges, they also expressed a love for what they do. Many enjoyed the challenges; 
they saw their lives as interesting and filled with excitement. 
It is challenging, but it is exciting at the same time. Every other day, there is a new 
challenge (Participant 4). 
One of the words is challenging: It is challenging but also exciting (Participant 17). 
It is interesting as well as challenging, at the same time, and it has advantages 
(Participant 13). 
I love my job (Participant 6). 
I enjoy my job (Participant 4). 
Participant 17 considered it to be an exciting time in history for women and, as the 
financial sector in Lesotho is dominating the private sector, she considered it an 
opportunity to make an impact. 
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It is also an exciting time because, looking at the corporate world, I think the 
financial sector in Lesotho is dominating the private sector. It is a nice challenge 
for me to be in because I feel as if I am part of the women that would make change 
or impact in the country (Participant 17). 
4.2.3 Theme 3: Leadership development needs of women in management in 
LFS 
Participants expressed specific leadership development needs. These needs related to 
what they require specifically as women in management, what is required from an African 
perspective, what the unique needs are, related to Lesotho and to the financial sector in 
particular. 
4.2.3.1 Subtheme: Women-specific leadership development needs 
While many participants shared the specific leadership development needs they 
considered women to have, there were participants who saw no need for gender-specific 
leadership development. Participants 1 and 12 identified no difference between the 
leadership development needs of women and men. 
Generally, we [women] don’t have to do different things. As a successful leader, 
you have to be competent in what you are doing. You need to be aware of 
emerging issues and react to them. The staff in [our organisation] are given equal 
opportunities. They would be exposed to the same programmes, in terms of 
whatever skills they need. So we don’t pay particular attention to a woman saying 
she needs to do this programme, not that one, because you are a man or a woman 
(Participant 1). 
I also don’t see a very big difference in leadership skills between men and woman, 
as long as you are able to present yourself (Participant 12). 
Other participants disagreed with this view, listing particular needs they considered to be 
specific to women leaders. Developing emotional intelligence (EQ) and controlling one’s 
own emotions was important to Participants 14, 15 and 16. 
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I have realised that most women are more emotional because they have a lot on 
their plate at home and at work. We have to distinguish between how we conduct 
ourselves when we are at work and when we are at home or at the society – and, 
often, we mix the issues. When we are angry at work, we take it home. So I think, 
if women can be taught how to control their emotions: where and when we have to 
exercise which attitude (Participant 14). 
[I would like to learn how to] control my emotional intelligence so that I can come 
across as more mature. I am busy doing it but need to practice more, especially if 
I am going to lead people (Participant 16). 
Women are weak at [managing their] emotions (Participant 15). 
Learning how to be patient, managing one’s time and balancing work and home life were 
also expressed as needs. 
I need to learn to be more patient. I need to teach myself and allow myself to go 
through the stages with the other person to understand why they are not doing 
what I am expecting so that I can learn why I am not getting the results, and how I 
can assist. For example, when someone is not performing (Participant 12). 
[Teach women] how to manage their time. Home time things, like cooking supper 
and sick children, should not interfere with work things and time (Participant 14). 
Teaching women gender equality also appeared to be a need. 
Teach women that they are equal to men, and often even superior. It should not 
be something that we shy away from (Participant 13). 
Participant 16 mentioned confidence as a specific need for women leaders as culture has 
influenced women not to appear to be seeking attention. Participant 4 agreed, stating that 
she has observed South African women displaying confidence, but Basotho women at 
times lack executive presence. 
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South African women: You know, when someone walks into a room, and you feel 
their presence? They are out there and not afraid to be heard. That is what we lack 
here (Participant 4). 
[As Basotho women, we are] too polite; shy to express ourselves. We are always 
in the background, not really calling attention to ourselves (Participant 16). 
[As women, we need to be trained] first to believe in ourselves (Participant 14). 
Although Participant 4 was not sure whether confidence could be taught, she expressed 
it as a need. 
There is a lack of belief in oneself. You can’t train someone to have confidence in 
themselves, but that is what we are missing – I think for most women (Participant 
4). 
Participant 15 expressed a desire to attend more leadership courses. 
I would like to go to more leadership courses because what I have noticed in my 
personal development is that I need to expose myself more on the leadership 
journey (Participant 15). 
Although training needs were expressed by many participants, the need for other 
development methods also emerged. Mentoring and coaching surfaced as particular 
needs. 
We need mentorship for young women because they need a lot of encouragement. 
They need mentorship from people who are already working, who can show them 
that you can be a family person and also go into any industry you want (Participant 
11). 
I believe that it is coaching and mentorship (Participant 17). 
Participants also alluded to the fact that they needed their organisations to provide the 
necessary support, policies and systems to facilitate their development. These needs are 
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discussed in greater detail in Section 0, What organisations can do more of to develop 
and support women in management in LFS. 
4.2.3.2 Subtheme: Leadership development needs in the African context 
Two participants believed there are no specific leadership development needs for the 
African context and that leadership is the same on all continents. Participant 8 stated, 
“Leadership is the same irrespective of country. It is an objective thing.” Participant 1 
agreed: 
I don’t think we should [be Africa-specific]. You lead in terms of what is prevailing 
in your situation. So I could be a leader in the US, I think, if I were given the 
opportunity. … As a leader, the attributes of a good leader would be the same in 
Africa as in the US (Participant 1). 
However, she admitted that, if the macroeconomic situation is considered, Africa has 
certain challenges leaders need to focus on, such as being a developing economy rather 
than a developed economy. These development needs focused more on the 
technical/industry-specific needs, rather than leadership development needs per se. 
There could be [differences] because of the state of development of our 
economies. Of course, there could be target-based [differences] on our level of 
development. So I imagine developing countries would concentrate on developing 
even more. As a developing country, we are always trying to play catch-up; we are 
always looking at the best practices from the developed areas. We … sort of look 
up to those developed countries, thinking, What are we not doing as well as them, 
and then trying to implement, trying to introduce [new initiatives]. You have all 
these emerging issues so there is always the need to keep abreast: cyber-crime 
... all of those things that we need to look out for. So, Afrocentric? Yes, the issues 
are not the same as from the developed countries (Participant 1). 
Other participants felt strongly that leadership training needs to be Afrocentric. The 
African culture was identified as a distinguishing factor and an element that needs to be 
addressed in leadership development. 
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Yes, absolutely. Leadership needs to be Afrocentric. The basic culture, way of life, 
looking at and doing things in Africa is very different to the rest of the world. Ubuntu 
leadership and leading in the African context: Leadership has to be contextual 
(Participant 5). 
There needs to be a context in terms of an African perspective (Participant 8). 
One common thing across Africa is the culture (Participant 11). 
We need to differentiate between culture barriers and how we do things. Some 
things we know how to do, but we don’t do them because culture says we must 
not. Sometimes culture has a stronghold on us (Participant 14). 
The patriarchal nature and male dominance in African culture were specific development 
elements some participants believed need to be considered. 
We still have more males leading than female. We still have more males leading 
in the sectors that are public and open to other people. Yes, they are trying. Our 
Africa Executive was here. He said it would be nice to see more women leading in 
Africa (Participant 11). 
Participants 12 and 15 felt that Africans need to think for themselves and not depend 
solely on international development and solutions. 
At times, I think we don’t try to learn from our own environment and see how things 
will work better for us. We should try to see what we can do for ourselves before 
we learn from others. Is it really the right solution for us? We should use what works 
for us. We must try to see what we can do ourselves before we go out and learn 
from others (Participant 12). 
We rely on being given things from other counties. We import everything from SA 
– even the crime!! In my opinion, we are a bright nation, but we are sitting on our 
brains and not thinking. We are more focused on corruption and handouts, and 
there is no patriotism in Africa: We do not love our countries (Participant 15). 
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Participant 15 also felt strongly that strategy and innovation were two specific 
development areas that needed focus in the African context. 
I do not think we are strategic enough. We are not very good at getting out of the 
box, innovation; we do not think beyond what we have been taught. We don’t like 
to challenge the status quo; we are just comfortable and content with what we 
have. Maybe we are lazy or just do not want to think out of the box. How many 
innovations come out of Africa? (Participant 15). 
Caring for employees, and not focusing only on making money at the expense of treating 
workers fairly, were also expressed as Africa-specific needs. 
So even if someone says he is a leader, he is only doing it for himself. Even at this 
firm, the people could not care about the firm. They are just here for the money. 
Also, the leaders do not understand the value of the employees, and they do not 
get treated well (Participant 15). 
4.2.3.3 Subtheme: Leadership development needs in the Lesotho context 
Participants 5 and 12 thought there were no specific needs based on the Lesotho context. 
Participant 5 believed that, as females are more educated than the males in Lesotho, 
there were no specific needs in the business sector. She did, however, identify a need for 
the development of Basotho schoolgirls to prepare them for leadership positions. 
In Lesotho, the females are more educated than the males. From my experience 
of recruiting, women always come out on top. The only thing we often discuss is 
the relevance of the education system to the needs of the country. If I come out of 
school, am I uniquely qualified to talk about what is happening in this country and 
where this country needs to go to survive? There is an issue of relevance. So even 
from a woman leadership position, I do not think there is much done in terms of 
preparing (Participant 5). 
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Participants 6 and 14 agreed that leadership development should start at an early stage 
in Lesotho schools. Participant 6 felt strongly that girl children need to be trained how to 
communicate with confidence, negotiate and influence others. 
I think, for Lesotho, what is needed in terms of education, I think the education 
[should focus] more on managerial and leadership skills and emotional intelligence. 
I think that should be instilled from a very young age. Mostly you will find that it is 
Physics, Math, History, all those things. But they don’t teach how to be self-
disciplined or able to coach oneself in life. So the reality of life should be taught 
from an early age. This is how life is going to be; one day, you will be a manager; 
you will have to lead a meeting. You have to be taught, from a very young age, 
debates and all those things. They are not taking it seriously, as they did in the 
past. In the past, there would be competitions; schools would be meeting; but now 
you see that going down. So once a person does not know how to debate, what 
can they do as managers? – Because you need negotiation skills and be able to 
stand for yourself. So I think it is more on communication and presentation skills. 
Most of the time, it is about how you present yourself (Participant 6). 
Teach other girls how to become leaders (Participant 14). 
Participant 16 believed managers in Lesotho need to be taught to deal with people better. 
She also mentioned the implementation of strategy as a particular need. 
The people side: We do not know what people want and, when we do know, we 
have to appreciate our people more. Implementation of strategy is a challenge 
(Participant 16). 
The influence of Basotho culture, mentioned in Theme 1, surfaced again in this theme, 
where participants mentioned that there is a need to challenge the culture’s limiting beliefs 
through training and development to help women succeed. 
As you can see, we just do things the same as our mothers have. We must change 
that direction: be independent and stop depending on other people and things 
(Participant 14). 
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[I think we should be] learning from people who think different from what our culture 
dictates (Participant 11). 
4.2.3.4 Subtheme: Leadership development needs in the financial sector 
context 
Participant 13 identified no specific training or development needs for women in the 
financial sector and, as at least two women head up financial institutions in Lesotho, she 
saw no need. Participant 11 agreed that this is the one sector where it is not difficult for 
women to succeed and reach top echelons of management. However, what she identified 
as a need was a business administration course rather than a financial course. 
This is the one area where I don’t think it is so difficult for women to get into 
because, as I mentioned before, the gap is that there is no career guidance, so we 
tend to go for what is available. And, if we have a centre of accounting studies, it 
will mostly channel people into the financial sector. When they come from high 
school, they will still learn things around accounting. Maybe what needs to be 
developed is business administration, to understand that you don’t need to be 
purely a financial person but that you need business acumen in order to be able to 
work in the financial sector. And also to understand you do not necessarily need 
finance to be in the financial sector. (I am totally not a financial person.) For any 
business to be able to work, there has to be a combination of skills that come 
together for the business to thrive (Participant 11). 
Insurance-specific knowledge development was something two participants called for. 
We do not have specific courses on insurance [in Lesotho]. We have no [local 
insurance] institutes or associations. You might have a finance subject at school 
but, after school, what happens if you want to do banking or insurance? There is 
nothing in Lesotho. [In] South Africa and … around the world, they have a lot of 
institutes and lots of associations (Participant identifier omitted to protect identity). 
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What we need as a workforce, and what I would say we do not have enough of, is 
women leaders who are trained in insurance – not financial (Participant identifier 
omitted to protect identity). 
Participant 16 believed confidence and strategic thinking is required in the financial 
sector. She also perceived a lack of skill in terms of structured products and marketing 
development. 
Confidence would be one of the main things because, in terms of education, 
women are more educated than men. Strategic thinking is also needed. You find 
that there is a lack of skills in terms of structured products. We need it to grow the 
country. We all just know a simple banking retail model, where you lend at a high 
rate and get deposits. There is also a slowness in market development. We do not 
have sufficient products … We are still very reliant on South Africa. (Participant 
16). 
To summarise Theme 3, Table 4.2 was developed to provide a list of all the development 
needs expressed by participants. 
Table 4.2  
Specific Leadership Development Needs Expressed by Participants 
Development needs expressed by participants  Participant expressing a need 
Women-specific  
EQ (including controlling own emotions) 1, 5, 6, 7, 12, 13, 14, 15, 16, 17 
Patience 12 
Time management 14 
Work-life balance 2, 6, 8, 10, 11, 14, 16 
Equality 1, 4, 5, 6, 7, 9, 12, 13, 14, 15, 16, 17 
Confidence 2, 4, 5, 7, 9, 12, 13, 14, 16 
Leadership courses 15 
Coaching and mentoring 2, 4, 5, 8, 11, 13, 17 
Africa-specific  




Understanding African culture (and Ubuntu leadership) 5, 8, 11, 14 
Dealing with male dominance  11 
Less dependent on international solutions, love Africa 12, 15 
Strategy and innovation 15 
Caring for employees 15 
Lesotho-specific  
Develop girls at school level in leadership skills, 
communication, debating, negotiating 
6, 14 
Challenge limiting cultural beliefs 11, 14 
Financial sector-specific  
Business administration (not finance) at tertiary levels 11 
Insurance-specific training  
Confidence 16 
Strategic thinking 16 
Structured products 16 
Market development 16 
 
In Table 4.2, participants’ greatest needs were to be developed in the areas of gender 
equality, EQ, confidence and work-life balance, and to receive support from mentors and 
coaches. 
4.2.4 Theme 4: Strategies to overcome barriers and challenges 
Participants suggested many strategies to overcome barriers and challenges. This 
included ensuring they are competent by attending courses, exposing themselves to 
experiences, as well as seeking opportunities to lead and then practising skills learnt 
during courses. They believed that building a support network at work and at home, 
working hard and smart, stepping up to the plate, and educating a wide audience about 
the role of women in leadership would all contribute to shattering the glass ceiling. 
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4.2.4.1 Subtheme: Build and display competence 
Being competent was top of mind for most participants. It was the main prerequisite and 
entry-level requirement for breaking the glass ceiling. Not only was it critical to be well 
educated, but other aspects of being competent were also critical. Having the right skills 
and knowledge were important but having the appropriate experience and attitude also 
contributed to gaining entry into the C-suite. 
As a successful leader, you have to be competent in what you are doing 
(Participant 1). 
Competencies required to be in place to be a woman executive 
Participants felt that, to be able to get ahead as a woman in an organisation, a 
combination of skills needs to be in place. Firstly, they deemed it essential to have the 
appropriate qualifications in place. This was seen to be the minimum entry point for 
potential executives. 
Of course, you have to have some form of educational background (Participant 
15). 
Secondly, the participants noted an in-depth understanding of the business and one’s role 
in it as another prerequisite for success. Learning from others and knowing how success 
is achieved in your particular organisation were stated as additional ways of getting 
ahead. 
You need to learn how the business is operating, know the structure, know how 
you are relevant where you are, and if you are contributing anything. What is the 
impact you are having? [Also learn] how other execs climbed the corporate ladder. 
What did they study, and how did they go through the system? (Participant 14). 
You must be able to understand the business that you are in. You must understand 
business strategy, not just financial (Participant 8). 
156 
Moving away from a silo mentality was another element identified by participants as 
essential in achieving success. It appeared to be critical to have a broad business 
perspective rather than a narrow functional or silo approach. Participants felt women need 
to have a big-picture view rather than being operational experts in their fields if they want 
to break the glass ceiling. 
The higher [up the organisation] you go, the more responsibility you have. So when 
you are looking at a section, you only have those few people. Then you are a 
division head: You have four sections. Then you are a head of department: Now, 
you have divisions and you have sections. So you have to keep looking at a wider 
scale so that you assume that difference. Now I am not concentrating only on my 
department, but I have [organisation-]wide responsibilities, meaning that, even if I 
had to make only a decision for my department now, I have to think it would affect 
the other departments also. So basically, it is that your responsibility becomes 
wider, and you must look at the broader picture (Participant 1). 
It stops being about operational any more so we cannot have someone in that 
position purely operational (Participant 4). 
In addition, appropriate technical expertise and a performance record of accomplishment 
also appeared to be important. 
[You have to] know your [technical] stuff (Participant 14). 
I think, at the technical level, that’s where it would start, because I always tell them 
leadership management is not about being at the top of the organisation, but it is 
about being the best at your level. So if you are the best that you can be at your 
level, you can be a manager. You can be a leader because you know that you are 
not just doing this for fun or half-done things. Everything must be thorough 
(Participant 6). 
Of course, you have to be technically competent so that the people have 
confidence in you to lead them. And, on top of that, managerial skills are quite 
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essential; you have to lead by example. I think that has been my strongest point, 
honestly; I can say that for myself (Participant 1). 
Participant 2 supported this and believes that the ability to deliver quality work and to 
manage the reputation of the organisation are what is essential. Combining technical 
expertise with leadership is seen as a winning recipe. Participant 1 also considers this 
combination as being critical. 
[A CEO is] someone vigilant because, in our organisation, we cannot afford to 
make mistakes. You cannot come out with an analysis report that does not give 
the full picture of the institution because it will create a bad reputation …   because 
it will be viewed by the external people. Exceptional performance would be 
technical and leadership because you have to combine those two. You have to be 
a leader and also an expert in your area to ensure that you are able to pass that 
message to other people who you are supervising (Participant 2). 
So you have got your technical ability, and that enabled you to do your work and 
work hard and smart. From a leadership point of view and a people management 
point of view and having followers that are prepared to follow you, that were the 
enablers (Participant 1). 
Participants mentioned other specific skills related to leadership. This included skills such 
as managing diversity, visioning and influencing. 
The first one would be leadership ability. You must be in a position to lead, not just 
the organisation, but the individuals with their diverse skills (Participant 8). 
As long as you have leadership skills, [you can break the glass ceiling]. It, of 
course, depends on the level but, right there at the top, you know that everyone is 
looking up at you to form a vision and that vision should be sound enough for all 
down there to believe in, and to see that it is going to lead us where we want to be. 
Even at this level, you have to be seen to lead people to get to where they want to 
go. You can work together to form a vision of where you like to see the organisation 
going (Participant 12). 
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You must also be able to influence people (Participant 15). 
Specific management skills were also identified as essential skills. Getting the best out of 
people and recruiting the right people emerged as important aspects. 
Someone that is able to manage people, someone who will make sure that people 
produce quality work. So it must be someone who is able to mix and give people 
a chance to excel themselves because, in that way, you are able to see the 
strength and weaknesses of people. If you give people the opportunity to excel, 
you will see their best work (Participant 2). 
[You need to find] the right people working with you (Participant 12). 
The “soft” people skills, in particular, were what participants felt were essential. These 
included social intelligence, understanding and coaching others. 
So a lot of us will do the undergrad, honours, master’s and then maybe you want 
to further that. But I don’t think a lot of us, particularly techies, have thought about 
how to become a well-rounded technology leader, which often requires you to 
dabble in the soft skills as well (Participant 3). 
The biggest one, apart from understanding the business and having the correct 
skills, like finance and law, would be people skills (Participant 7). 
Soft leadership skills, in terms of how you manage teams, understand people, 
coaching, how to coach team leaders: Those are the kind of things we give to them 
(Participant 4). 
More than education, the soft skills are important (Participant 16). 
Leadership must also include ethical conduct. Being a principle-centred leader with high 
integrity was a requirement, according to Participant 1. 
Leading by example. You know, when you are a person of integrity, high integrity 
leading by high standards, you set high standards for yourself. So if you live by 
those standards, people tend to look up to you, to get something from you. To 
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follow you because you are setting high standards, principles, you are a principled 
person; I think all of that contributed to putting me where I am (Participant 1). 
And then their integrity. That is a key point. A person of your word. That would 
differentiate them (Participant 1). 
Another need that was repeatedly identified by participants for women executives was 
the need to develop strategic skills. Being able to move away from day-to-day operational 
issues to long-term, strategic thinking was considered to be an essential skill. 
Most of the women, they do not have the managerial, strategic skills which men 
are good at. I think women, the way we are, we are good with clerical issues. I am 
not sure if it is a skills gap, but that strategic managerial thinking we do not have. 
(Participant 10). 
We [women] are more operational. CEOs are not operational. We are more hands-
on. Women need to be trained to be more strategic (Participant 14). 
Strategic thinking is needed (Participant 16). 
I do not think we are strategic enough. You have to be more strategic and general 
business (Participant 15). 
Executives need to think out of the box. They need to have a broad, innovative, agile 
approach to responding to challenges in the environment. Participants also mentioned 
this as a key skill. 
Just the ability to think out the box, more broadly. Some people would always 
confine their horizon, but others would look at the broader horizon. That would 
differentiate them (Participant 1). 
You can’t just be a functional manager that knows their work but, strategically, you 
must be able to lead the organisation, to be flexible and agile to respond to the 
strategic changes in the market (Participant 8). 
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We are not very good at getting out of the box, innovation. We do not think beyond 
what we have been taught (Participant 15). 
[We need] innovation. Women want to do the routine work and not try new stuff 
(Participant 16). 
Displaying emotional intelligence (EQ), was another critical competency that has to be in 
place, according to Participant 7; and Participant 17 agreed that being not too emotional, 
remaining calm and having clarity of mind are also essential requirements. Getting 
feedback and constantly working on mastering oneself, were issues Participant 10 
considered to be essential. 
Emotional intelligence, social intelligence: That is what I believe is the differentiator 
(Participant 7). 
You need to work on yourself. Not a lot of emotions, more a calm person, because 
it is a hectic road, and one has to have clarity of mind all the time (Participant 17). 
You also need to get constant feedback, so you know where to improve and what 
you are good at (Participant 10). 
Five participants mentioned confidence and having executive presence as critical 
qualities for executives to display. 
[With] South African women: you think, this person is out there, it’s almost – you 
know, when someone walks into a room and you feel their presence. They are out 
there and not afraid to be heard. That is what we lack here (Participant 4). 
Most of the time, it is about how you present yourself (Participant 6). 
Still, confidence would be one of the main things (Participant 16). 
How we appear [is] more [important] than anything (Participant 17). 
It is all about confidence (Participant 8). 
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Linked to executive presence was the ability to communicate. Present arguments with 
confidence and clarity was seen as a critical skill. 
Presentation skills are more critical when you are at the leadership level because 
now you are always exemplary; you have to be present; you are more visible, so 
there is no way you are just a nobody (Participant 6). 
[We have to be able to] express ourselves, communicate well (Participant 15). 
[What is important] is to listen, to communicate (Participant 16). 
It was said that becoming an executive in a government organisation requires additional 
skills. These include being politically well connected and using these political connections. 
To become the head of our organisation, you have to be intelligent and smart. But 
you also need the right standing with government. It is about who you know and 
who has your back (Participant number omitted to protect identity). 
But politics also play an important role in business organisations. Here too, women need 
to be able to play the political game with finesse. 
You will have to learn politics. Politics is very important so you will have to align 
properly. Sometimes it is not what you know, but who you know, who you have 
aligned with (Participant 15). 
It is also about managing your political affiliations and about how you use them 
effectively to get you where you want to go. Don’t shy away from office politics; 
they are there for a reason (Participant 16). 
[Women need] politics [to get to the top] (Participant 12). 
Participant 16 had a deep spiritual message for women in management. She believes 
that, while working on competencies is important, practising spiritual intelligence is also 
needed. She believes it is important to love oneself at all times.   
Because, if you love yourself, you will be able to love everybody around you. Have 
certain groups. Meditate. Take time to yourself to talk to. If you believe in God or 
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whatever your belief is, hold on to it and practice it. Also, meditate and have me-
time. The journey to the top is very difficult, and you are going to need all the help 
and support you can get. It will also help you to cleanse your soul and be in a better 
space at all times (Participant 16). 
Table 4.3 summarises the critical competencies needed to break the glass ceiling, as 
indicated by all the participants. 
Table 4.3  
Critical Competencies Needed for Women to Break the Glass Ceiling 
Critical competencies needed  Participant  
Basic appropriate qualifications 15 
Understanding the business 8, 14 
Broad business perspective (not functional/silo) 1, 4 
Technical expertise 1, 6, 14 
Quality work 2 
Combination of technical and leadership 1, 2 
Leadership skills 6, 8, 12, 15 
Management skills 2, 12 
Soft skills 3, 4, 7, 16 
Ethical, integrity 1 
Strategic thinking and perspective  10, 14, 15, 16 
Out-of-the-box, innovative thinking 1, 8, 15,16 
Personal mastery, EQ 7, 10,16, 17 
Confidence and executive presence 4, 6, 9, 16, 17 
Communicate and present arguments well 6, 15, 16 
Politically well connected 9 
Political savvy 12, 15, 16 
 
Table 4.3 provides a list of competencies participants deemed to be important in the 
development of leadership amongst women. These competencies could form part of the 
content of leadership development programmes. The competencies that appeared to be 
of greatest importance were leadership skills, strategic perspective and thinking, out-of-
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the-box/creative thinking, soft skills and personal mastery (which included emotional 
intelligence). The competency identified as most significant by participants was 
confidence and executive presence. 
4.2.4.2 Subtheme: Work hard/smart and with passion 
Another key success factor mentioned by participants involved the issue of working hard 
and smart, displaying excellence in all you do, and being passionate about what you do. 
The skill of delegating effectively was included in this subtheme. 
It is just hard work. Hard work earned me the promotions, and it is the system that 
operates [in our organisation]. Also, the commitment to do my work to the best of 
my ability – that is always what has driven me (Participant 1). 
Participants 1, 7, 14 and 15 all mentioned hard and smart work being the key to their 
success, and Participant 1 also believed that combining technical and leadership ability 
with hard and smart work were her key enablers for success. Participants 2 and 6 
confirmed this notion of excellence. 
You have to be … an expert in your area (Participant 2). 
It is about being the best at your level. So if you are the best that you can be at 
your level, you can be a manager … Everything must be thorough (Participant 6). 
Not only do women need to be excellent at what they do, but they also need to be better 
than their peers, both men and women. Meeting the set criteria and the availability of a 
position are also requirements for success. 
People assume senior positions up to a certain level, which is head of division level 
on the basis of superior performance. So you have to be better than your peers. 
There has to be a position available where you meet the set qualifications, the set 
competencies (Participant 1). 
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Participants 12, 14 and 16 believe women tend to take on too much and overload 
themselves. They suggested other women should practise the skill of delegating 
effectively and, in so doing, work smarter instead of harder. 
I am the kind of person who, when something is not going my way, I get impatient 
and tend to just take it and do it myself (Participant 12). 
If you are a manager, you must plan to use your time wisely. Then you will not 
have to still sit at work while your subordinates go home. You should not be doing 
their work but managing their work. Plan their time: The minute there is extra time, 
you must check what has gone wrong, because the managers often work the whole 
day and then still take work home, which is wrong. They should fit all their work 
into eight hours. You should differentiate between normal and peak hours and, if 
your work always falls in peak, there is something wrong – but with you, not the 
organisation. [You should] give the people work and believe in them. Don’t do it for 
them (Participant 14). 
As women, we tend to overload ourselves with work. We don’t delegate and trust 
people. I should be able to delegate and trust people (Participant 16). 
Participants believed that being passionate about one’s work is a key ingredient for 
success. Loving what you do really assists in delivering excellent work and breaking the 
glass ceiling. 
I would advise them [other women] to do everything with passion. You cannot force 
a subject to be of interest to you. If you do something you do not like, you will not 
do it with passion. If you do what you like, opportunities will just flow in, and you 
must grab them as you grow (Participant 2). 
You must love what you do. You must have a passion for your work:  
Those are the key ingredients (Participant 4). 
So that is why I do extra readings. I have to appreciate what every area of [our 
organisation] is doing so that I understand. So I don’t just work in a vacuum; I have 
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the whole picture of what is happening around me. So that is what keeps me going: 
loving my job and gathering all information that will help me (Participant 6). 
Participants contributed their success to the fact that they are keen, lifelong learners. A 
recurring theme emerged in which participants described their love for learning and 
development. They encouraged other women to “never stop learning” (Participant 3), 
“improve their qualifications” (Participant 16) and “definitely go to school” (Participant 15). 
Doing lots of courses and studying a lot helped Participant 14 succeed, while Participant 
10 felt that “keeping abreast with what is happening in the economy, in your career, in the 
business world” were all critical contributors to success. 
So it is through continuous training that one gets better and better (Participant 1). 
So what I do when I don’t think I know, I go to school. I am forever studying so that 
I am sure of what I am doing and that I am doing it right (Participant 5). 
4.2.4.3 Subtheme: Build a support network at work 
Building a support network at work surfaced as a useful mechanism for breaking the glass 
ceiling. Network methods included finding a mentor and/or sponsor, and building a strong 
support system amongst colleagues – and specifically amongst other working women. 
Women who have such networks in place found them invaluable, while those who had 
not had the luxury of networks thought they could be valuable. 
Participant 15 suggested finding and using a sponsor as an important first step. 
Another important thing is to, at a very young age, identify a sponsor, either in the 
form of a mentor or somebody that can elevate you, because it is very important 
who you know. That person will always stand up for you, even if they themselves 
doubt it a bit, so it is actually that they will believe in you and be willing to take a 
risk (Participant 15). 
Participants also thought having a mentor plays an important role. Not having a 
mentorship programme in place was perceived as a lost development opportunity. 
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Luckily for me, I also have a mentor. I think that has been exceptional, because he 
sort of calms me down, and he has also showed me that the road is still very long 
ahead (Participant 3). 
We do not have a mentoring programme here, and that keeps us a bit back, 
because, from the mentees, we will be able to recognise exceptional performance; 
then you can aim for that by growing the leader (Participant 2). 
The unfortunate thing about Lesotho is that there is not a culture of mentorship and 
coaching, although it is slowly being introduced at work (Participant 13). 
Over and above a sponsor, I would also like a mentor that can give me feedback 
(Participant 16). 
Supporting classroom training with a mentoring programme was supplied as another 
useful approach to leadership development amongst women. Coaching was also 
suggested as a powerful development process. 
Yes, because what you are taught in class in, for instance, a leadership 
programme, you can only see how well you have done and improve on it if you 
physically use it and combine it with mentorship (Participant 2). 
I believe that it [what is needed to develop women] is coaching and mentorship 
(Participant 17). 
[The best way to develop women is] to mentor them (Participant 11). 
Apart from finding a sponsor, mentor and coach, building a support network was 
mentioned as being a critical development initiative. Participants 4, 6, 7 and 14 all 
mentioned it as a key contributor to success. 
Then now, here at work, other relationships beyond my team [have been useful]. 
So if I need anything from anybody, any skill or any support with the work that I do, 
I can just call someone and say, Can you please come, I am doing this, and I don’t 
think I can crack it. Then they always come and help me. They don’t feel like the 
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boss is calling. It is like, somebody needs help and why not just go and help them. 
So that is an easy way of relating with people (Participant 6). 
Networks. Build relationships (Participant 14). 
[I] had to establish my own networks (Participant 4). 
Networking is very important. Men do that very well (Participant 7). 
Women supporting each other at work was also identified as a requirement to help other 
women break the glass ceiling. Women not supporting other women rear its ugly head 
from time to time. 
Also, in Lesotho culture, we tend to have classes. Women are bitches; they don’t 
stand together. They are always bad-mouthing each other. We do not have the 
same trust between us as men have – a lot of hatred amongst them (Participant 
12). 
I think it is more of capacitating each other. More sessions that we talk about 
women empowerment, which is still lacking here (Participant 16). 
We are not empathetic as a nation. When you get to those positions, you will find 
that we sabotage each other rather than supporting each other [women] 
(Participant 16). 
4.2.4.4 Subtheme: Build a support system at home 
It is not only important to establish a strong support network at work but establishing a 
strong support network at home can also help women progress at work. The prevalence 
of a good “nanny” and the help of family members (in particular, husbands and mothers) 
emerged as recurring themes. When asked how they manage to achieve a work-life 
balance, they mentioned these support systems. 
A good support system is also very important because you will find, when you have 
challenges, it will be easier if you have a support system in place (Participant 15). 
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I do have a good support system at home (Participant 17). 
Participants reported that, in Lesotho, domestic workers are a common occurrence. They 
play a critical role in the support system of women in full-time employment. Participants 
6, 7, 10, 11, 14, 17 all mentioned the fact that a full-time nanny helped them at home and 
considered her help to be a great contributor to their success. 
My nanny prepares food during the day, but then I take over when I get home and 
cook the meals. She cleans and takes care of the laundry and the kids when they 
are not in school (Participant 11). 
I think the first thing would be that child support, that nanny thing that I keep 
referring to. I am aware that, in other parts of the world, it is extremely expensive. 
Women, when they have a child, must have a lot of money to pay nannies. So we 
have that advantage that it is affordable, and I think that gives us an advantage. 
That is unique to Lesotho (Participant 7). 
As far as support from their husbands was concerned, four participants lauded their 
husbands for the backing they received from them. Husbands helped with supervising the 
children’s homework, cleaning and emotional support. 
My husband does help around the house; I am blessed. He knows how to clean; 
he assists with the cleaning. He does not take care of the kids; we have to negotiate 
in that regard, and I have to ask for help. But, generally, he tries to help (Participant 
11). 
I mentioned that my husband works here, and he is aware of the pressure because 
there are peak times, and he knows that, in those peak times, we have to work 
extra hours (Participant 14). 
My husband is a whole lot more involved. He does the homework with the kids 
(Participant 7). 
My husband is very supportive. If he was not as supportive, I would not be able to 
do this work (Participant 17). 
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Sometimes it takes growth and development for men to get to a point at which they 
support women. This was the experience that was shared by Participant 7. She knows 
some men who resist being supportive. 
My husband is cool with the nanny cooking because, for many other women, the 
husband can demand that the wife cooks the food, or I want my wife to wash my 
clothes. So to get to the stage where he is happy with you doing what you are 
doing: studying, getting home late, … it takes a lot of growth and a very open-
minded person to support you. I realise that I am lucky to have that, and that it is 
not common (Participant 7). 
In some participants’ lives, parents also played a crucial role in supporting working 
women. Having such a reliable support network enables women to focus on what needs 
to be done at work. 
My parents also support me being a career woman. I have only mothers on both 
sides, and I give them feedback, tell them what is happening. My mother also helps 
to take care of my daughter (Participant 10). 
My mother helps me out during school holidays (Participant 15). 
4.2.4.5 Subtheme: Step up to the plate 
In the subtheme, Self-doubt, Lack of Confidence and Holding Back, participants 
encouraged other women to “step up to the plate”, implying women need to be clear about 
their career aspirations, work towards the achievement thereof and not shy away from 
taking on leadership positions. They should also clearly state their desire to break the 
glass ceiling and apply for positions. Participant 7 found it almost impossible to put herself 
forward and express her desire to lead, while she saw it being done quite easily by men. 
I need to show up, tell people what I actually want and how I have done so far to 
prove that I actually want to be there. They should hear you. It is not a joke that 
you want that chief executive position. Express yourself clearly and develop 
yourself. Be there and tell everyone what you want (Participant 16). 
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The onus is on us [women] to apply, take opportunity. Put yourself forward 
(Participant 8). 
[My secret was] I applied for positions (Participant 14). 
We should just apply for these positions. You will find that, even if these [CEO] 
positions are open, hardly any woman applies. Even now for the …… CEO 
position, I think very few women applied if any. Women must go for it (Participant 
15). 
Linked to this challenge of putting one’s hand up and expressing the desire to lead was 
the ability to be assertive. A need was identified for women to own their ambition and 
come across as strongly ambitious. Of course, this is countered by the exact opposite 
cultural expectation expressed in Theme 1. 
I need to be a lot more assertive. It is difficult because it is a habit that I learnt over 
the years and for most part of my life (Participant 17). 
Women are not forceful enough (Participant 8). 
We are not firm enough (Participant 15). 
We need to be more assertive. We must own our ambition (Participant 16). 
The following incident shared by Participant 5 illustrates the way in which women 
sometimes have to stand up for themselves. It also illustrates how men still expect women 
to take on certain tasks. 
So it’s a constant fight. When I started working for Organisation F, I started as a 
manager. The Exco at the time was all male and I was the only female. I was very 
young, thirty-three years old, coming in from government, and I remember one of 
the issues that we were dealing with at the time was that information leaked from 
the Exco [meetings]. There was a PA that would take the minutes, so then a 
decision was made to let the Exco members take the minutes. So I took the 
minutes the first time, the second time and then, the third time, I had to fight to say, 
Okay, gentlemen, I am not the secretary in the Exco. In the committee, everyone 
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must take the minutes. We must rotate. And they could not, they would not, do 
that. So back came the PA. So I thought, so be it, because I was not going to fall 
into that traditional role of being the minute-taker, being the secretary, so to speak, 
only because I am female. So that was pretty much the first time that I stood up for 
myself and for what I thought would be a fair and equitable way of doing things in 
the Exco (Participant 5). 
Some participants believed that stepping up to plate means that confidence should be 
developed. Mentoring or just making women aware of their own limiting beliefs and the 
need to change their own thoughts could be used to build confidence and help women 
step up to the plate. 
My mentor also taught me to take action and face my problems, insecurities, lack 
of confidence, and not talk about myself so much (Participant 5). 
I have some women in [my organisation] whom I am mentoring, and I want to uplift 
them and teach them to stop minimising [themselves] and be more assertive 
(Participant 17). 
I think it is to work on their confidence so that they can know they are as capable 
as men (Participant 12). 
But maybe, sometimes, as a woman, I think we need to trust ourselves, and we 
need to be brave enough (Participant 15). 
At times I think we don’t try to learn from our own environment and see how things 
will work better for us. We should try to see what we can do for ourselves before 
we learn from others; it is really the right solution for us; we should use what works 
for us. Maybe it is also confidence and belief in self (Participant 12). 
Participant 13 provided the following valuable tips and words of encouragement to other 
women: 
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Don’t be scared to fail. It is okay to fail while the effects are small on the business. 
Doubt is just that – doubt. Act against the feelings of doubt and emotions … that 
you will not do well. You will always be okay (Participant 13). 
4.2.4.6 Subtheme: Educating others 
The participants realised that they could not break the glass ceiling on their own. It is 
necessary to involve a wider audience in the process. Husbands, children, at home and 
in schools; men in general, and at work in particular; as well as the broader society: all 
need to be made aware of the issues. Widespread education is required. Developing 
women leadership at a grassroots level at home and at schools, and educating boys about 
the value of women, seemed to be a good starting point. 
Maybe it has to start at the grassroots, in school – the education system should be 
more open. That will expose children more to the new environment we live in 
(Participant 2). 
Okay, I think, for Lesotho, what is needed in terms of education … I think that 
[leadership skills] should be instilled from a very young age. Mostly you will find 
that it is Physics, Math, History, all those things, but they don’t teach how to be 
self-disciplined or able to coach yourself in life. So the reality of life should be taught 
from an early age: This is how life is going to be; one day, you will be a manager; 
you will have to lead a meeting. You have to be taught from a very young age, 
debates and all those things. So I think it is more on communication and 
presentation skills. Most of the time, it is about how you present yourself 
(Participant 6). 
[We have to] teach girls how to become leaders (Participant 14). 
We must also start with the upbringing of children and the cultural differences. Boys 
must be brought up to realise that women can do everything they can do and get 
rid of this cultural, old way of thinking that they are the best (Participant 16). 
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When they grow up, they should also understand that women can also earn the 
same high salary as them and then, when you marry them, you have to support 
them. So you should now accept that it is not in the past, when men would be 
bringing in a lot of money and women are just sitting there. So now the woman has 
the power, the position, the influence (Participant 6). 
But educating men and getting family members (including in-laws) to understand the 
context in which women work, were also identified as priorities. Negotiating and 
contracting with family members were mentioned as both a challenge and a way of 
dealing with the pressures and expectations family members place on women. 
How do we transform men as well to see that they need to help women in this? 
(Participant 16). 
At a funeral, females are expected to do a number of things that can only be done 
by females. Being there from a Wednesday to Sunday … But, as a working woman, 
you don’t have the luxury of being there. The family you married into will frown 
upon you … If you have decided you want to be a professional woman, you need 
to know the expectations and then communicate [clearly]. I have had to sit my 
mother down and have a discussion early on. I have chosen to have this kind of 
life and these are the demands on me. So I will not be able to do 1, 2, 3 but I can 
do this. So we need to agree what are the things I can do so that the expectations 
can be managed (Participant 8). 
It takes a lot of negotiating and a lot of growth, from setting up your family life to 
supporting all these things (Participant 7). 
Some people live in households with their in-laws. Those discussions are important 
and help the women to seek the support they need (Participant 8). 
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4.2.5 Theme 5: Leadership development interventions for women in 
management in LFS 
Participants shared information regarding the ways in which leadership interventions 
contributed to their leadership development. Valuable leadership interventions, the 
methods by which they were developed, and the development providers, facilitators and 
mentors were mentioned. Leadership development interventions included a women 
empowerment programme, in-house and external management and executive 
programmes, and miscellaneous courses. Leadership development methods included 
training courses, undergraduate and graduate studies (including MBA and MBL), on-the-
job/stretch experience and assignments, lifelong self-learning, external self-driven 
immersions (learning experience that exposes leaders to different contexts), including 
belonging to different societies, and a combination of these methods. The providers were 
universities, colleges, business schools and professional and independent consulting 
companies. The mentors were past and present managers and colleagues, both male 
and female, and effective and ineffective. 
4.2.5.1 Subtheme: Valuable interventions already in place 
Participants had attended many meaningful interventions that had contributed greatly to 
their development. Organisations have also done a lot to develop women in management. 
Leadership development programmes have been developed and are currently being 
rolled out. Other organisations focus less on women-specific development programmes 
but have excellent leadership development interventions in place. 
Our organisation provides very good training for staff. We get a lot of opportunities. 
We develop our staff managerially, develop them technically, so there were a lot 
of opportunities for me and the other staff. We identify, on the basis of skills gaps, 
on the training we need to undertake (Participant 1). 
In the next section, participant identifiers have been omitted to protect their identity and 
to prevent linking participants to organisations.     
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Women Empowerment Programme 
Organisation B recently launched a women empowerment programme, initiated by their 
group head office and currently being rolled out throughout the African region. Seven 
women line managers were selected to attend a six-month programme in Zambia and, at 
the time of the interviews, they were planning on going to Namibia for the graduation 
ceremony. As part of the course, they were given books to read to understand the 
mistakes that women leaders and organisations make. The expectation was that these 
women would be ambassadors of the programme after completing it, and would localise 
the roll-out of the programme. 
When we come back, the expectation is that we will promote women, decide how 
do we capacitate them to get to a level where they are not hindered by anything in 
terms of their current growth. 
The idea is, ultimately, for the CEO to own the programme, with the Head of Human 
Capital playing a supportive role. According to Participant 6, the challenge is to “get it 
right” and “do it properly”. 
It should be done in a systematic manner. It should not just be done. 
The first thing that will be done is to “ensure that women leaders are trained first and to 
entrench all the values that they want in women leaders. Then a plan will be designed to 
roll it out all the ladies”. 
Part of the programme is for women who have been through the training to become 
involved in their local communities to empower a wider audience of women. This could 
include girls at schools or universities or women in rural areas. 
So, as ambassadors, the expectation is that, once we are done, we do not focus 
only on internal, we also do certain external activities, like Women and Business. 
How do we empower them in terms of financial perspective; and then the other 
issue is, How do we develop young girls into the industry? 
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Leadership Development Programme at Organisation F 
Organisation F runs a very successful leadership development programme with three 
distinct modules: (a) Leading Self, (b) Leading Others and (c) Leading the Organisation. 
Hein Everts from Cape Town, South Africa, facilitates it and participants spoke very highly 
of him. 
There was a course – a leadership development programme that we had here 
internally. I found that very good because of the self-reflection. You have these 
constructs and you are able to reflect how you are leading yourself. From leading 
yourself to leading others, to be able to gauge where you are and to know that, 
from here, where do I move to? 
The programme starts with Leading Self. In this module, topics such as emotional 
intelligence are covered. In fact, “the course is not about anything but self”. 
So it was about me and realising some things about myself, and how I relate with 
my colleagues and people reporting to me, and understanding the position I am 
occupying, and know the responsibilities of the company in relation to the position. 
The second phase of this programme is Leading Others. This part of the programme 
helps leaders manage people and get results through people. 
We have people who are good performers where they are, and then we promote 
them to a managerial position. We find that they are not really able to manage 
other people. Then, even though technically they tick the boxes but, in terms of 
getting results through people, that is where the problem comes in. And we end up 
frustrating otherwise very good people because we want them to grow and 
perhaps, we are moving them in the wrong direction to begin with. 
The last stage of the training is a module called Leading the Organisation. The Exco level 
or those in very senior leadership roles attend this module. 
[The focus] is beyond you and your team. You look at where you fit in, how you 
can come into play in other areas of the business that we are in. 
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Internal Development Sessions at Organisation C 
In Organisation C, women took their own initiative and started an internal development 
programme to build their own competencies and support each other. Sessions are held 
every Friday at their premises. 
We have our own sessions [women] where we read books, we do our visions, we 
do our SWOT analysis, etc. Then we can say, Where are we going in terms of our 
career? Where do we see ourselves in the medium to long term? It is such sessions 
that will help in terms of helping others. Unfortunately, we still have to get approval 
from the company. We also have a book club, and our issue is: What kind of books 
do you read and why? Leadership books, financial books. Interaction with people 
in your inner circle can help a lot. At the moment, I also have mutual mentorship – 
she helps me and I help her. 
Executive Teamwork at Organisation B 
Learning to work together as an executive team contributed greatly to Participant 15’s 
leadership development. Female consultants presented this course from 
PricewaterhouseCoopers, South Africa (PWC). It covered how they worked together as 
a team and how to become a high performing team. It further explored individual team 
members’ strengths and weaknesses, and how to improve themselves in a team setting. 
Individual and team sessions were held, and action plans were developed to address 
challenges. 
Because, at the moment, everybody is pulling in different directions and, now, they 
are trying to teach us to learn from each other, to understand each other’s 
characters so that you can deliver collectively as a team and as an individual. 
Leadership and Management Development at Organisation E 
A leadership and management development programme (LMDP) was conducted at 
Organisation E. It contributed significantly to the participants’ leadership development. 
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I have been on one course that was held here: LMDP. It was presented in-house, 
but they brought in a consultant. It was a good course. You know there are certain 
things that you know as a person but, when they are taught in a classroom setting, 
… you see how they are linked to you conducting yourself at work, like your EQ 
and social skills: how you use them, what effect they can have on you, how you 
can differentiate between your social and work life. 
Here at work, we have a lot of workshops and a lot of conferences that we attend. 
Leadership Management Development Programme was the best. 
Miscellaneous Courses 
Participants mentioned a plethora of different courses that added to their leadership 
development. Although these courses made a big impact on the growth and development 
of participants, the details of the courses were not readily available. 
A course relating to performance management stood out for Participant 15. 
What really stood out for me was performance management [training] for my staff. 
I have seven people I have to lead. How do you make sure the process of 
goalsetting is correct? All the way, the whole value chain for performance 
management is done in an efficient manner. It also covered how to deal with non-
performance (Participant 15). 
Participant 11 found value in Performance Excellence and Design Thinking and 
Leadership. Participant 5 attended a leadership course with a difference presented by a 
professor at the University of Cape Town. She experienced it as a spiritual journey into 
herself. Essential Leadership was a course presented at Organisation D that participants 
found added immense value. The Emotional Intelligence (EQ) training done by the 
Human Resources department of Organisation F was particularly useful to a participant. 
Participant 17 did two leadership development courses. 
I did a year-long leadership development programme where I learnt a lot about 
myself and how I could align to the organisation [in South Africa]. It was excellent; 
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it helped me bridge the gap from managerial to leadership. Then I was exposed to 
the senior leadership programme; it was a three-month programme, also excellent. 
It helped me to deal with the team and hold the team accountable. It honed my 
leadership ability (Participant 17). 
4.2.5.2 Subtheme: Leadership Development Methods 
Participants shared the ways in which they considered competencies could be best 
developed. Attending executive development courses was identified as a primary method 
of developing critical competencies. 
So I would absolutely say: Do take executive development courses (Participant 3). 
What participants also found very useful were leadership development courses that were 
initiated internally but presented by external service providers. These external providers 
included USB-Ed (University of Stellenbosch Executive Development); Hein Everts from 
Cape Town, South Africa; University of the Free State; University of Cape Town and GIBS 
(Gordon Institute of Business Science). Courses were named “Executive Development”, 
“Leadership Development” and “Management Development”. 
The Macro Economic and Financial Institute presented a particularly useful leadership 
development course that was attended by one of the participants. Many delegates 
attended the programme across Africa, and the process that was followed included 
participants’ having to co-facilitate modules with the help of experienced facilitators. This 
added huge value in building the participant’s ability and confidence to present in front of 
large groups. After completion of the course, they were required to present modules in 
other countries, leading to the skills being sustained over a long period of time. 
Participant 13 attended a John Maxwell leadership course at her church and remarked 
that it had significantly helped her to lead; while Participant 6 felt that the Toastmasters 
programme was particularly useful in sharpening her presentation skills. Leadership 
development modules presented as part of undergraduate and graduate studies also 
contributed significantly to participants’ development. Completing master’s degrees in 
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business leadership (MBL) and business administration (MBA) also prepared participants 
well for the leadership roles they are fulfilling. 
For me, it was my MBA (Participant 4). 
I first did MDP, then MBL (Participant 5). 
My MBA study was more than education to me. The interaction and the syndicate 
helped in terms of leadership (Participant 16). 
Part of the MBA was Leadership (Participant 16). 
But attending leadership development courses was not considered to be the only way of 
building competencies. Participants also sought opportunities to practise their skills. On-
the-job, practical learning was mentioned as an important way of developing management 
and leadership skills. 
I think the best way to develop women is to engage them (Participant 11). 
Participant 2 felt particularly passionate about learning on the job and practically applying 
the learning. 
You must grab them [opportunities] as you grow because, as you learn new things 
that are of interest to you, you want to study more and find out more. What you are 
taught in class in, for instance, a leadership programme, you can only see how well 
you have done and improve on it if you physically use it (Participant 2). 
Managerial skills are very complicated because you have to learn it on the job, as 
you go. It is not easy to say, I am going to learn a managers’ course in this area. 
As you interact with people, you know how to approach things and, as you grow in 
years as well and depending on the environment you are living in, you learn how 
to approach other people, and that brings in the maturity of addressing issues 
(Participant 2). 
It has to come from within: You cannot expect to be taught leadership and just 
practice it; you have to do it in order to see and gauge where you’re at. As you are 
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given more responsibilities, you are in a better position to assess whether you were 
successful or not. Then you learn, if there were challenges along the way, they do 
not kill you; rather they give you strength to take a more difficult step and, if you 
are successful then, it means that it is possible. So there are more possibilities that 
I can learn the more difficult stuff (Participant 2). 
Experiences and exposure were also mentioned as ways of building competencies and 
getting ahead. Learning from other organisations and travelling abroad can also 
contribute to growing one’s leadership skills. 
I think one [way of developing women] is through experiences. When I was first 
appointed as head of ……, I was still not sure whether I could do the job. I was 
handed over an opportunity, and so that was a lot of experiences because that was 
moving from managerial to leadership, and that was such a big gap (Participant 
17). 
Young people should also expose themselves more. As a Basotho nation, we are 
not fond of exposing ourselves. Exposure is very important because, through 
exposing yourself, you learn things that you would ordinarily not. Explore and see 
what the world has to offer. Don’t limit yourself. People from Zimbabwe are not 
afraid to try new things. They will come from Zimbabwe to Lesotho and be the CEO 
of the company. Travel to the US. The world is no longer separate – it is one thing. 
Don’t limit yourselves (Participant 15). 
Exposure, workshops, meeting with peers. [Our organisation] is also very good at 
allowing us to visit other [organisations] in the area, where we do the same kind of 
work just to go and learn from the experiences of others (Participant 1). 
Another method of developing the required competencies was external, self-driven 
immersions. That included participants’ developing skills not directly linked to the 
business, or networking to develop their own personal businesses. Although these 
development interventions were not directly linked to the business, they still added 
immense value to the leadership development of participants. Reading widely and 
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following their own external ambitions and goals were also considered useful ways of 
developing their own leadership skills. 
What I am doing now is my own personal executive development. So I am trying 
to understand the business holistically as opposed to just understanding my 
qualification or my profession. It has really helped me (Participant 3). 
I am a reader and I do a lot of reading. And also learning to ask the right questions 
at the right moment and for the situation, because the kind of questions that you 
ask will lead you to the outcome (Participant 5). 
Participants 3 and 16 shared more information about these immersions. They considered 
the external projects as useful ways of developing their leadership skills. 
There is something that is maybe unique to me, but it has really helped me to 
understand the environment we operate in – and that has been immersing myself 
in the up-and-coming entrepreneurship circle that is happening in the country. I 
normally get called to panel discussions; I am also a moderator for some of the 
other things that are happening. It has just helped round my appreciation of what 
is happening in the country, how I could contribute to the broader community. I 
have started prompting people to do a lot of side things as well. So don’t just come 
to work and work: Be interested in other things. Because that is actually how ideas 
permeate within the organisation (Participant 3). 
I have been the treasurer of a club and it has helped me a lot. It is a male-
dominated environment but, being there for so long and dealing with men, it has 
helped me to lead (Participant 16). 
I am being a mentor and a coach to my nieces and nephews (Participant 16). 
The notion of women joining societies where they come together to invest money and 
support each other was also raised as a possible leadership development intervention. 
Participant 15 shared details of the society she started. 
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It is formal. What we did is get together a group of positive people [women]. We 
call them societies. Currently, we have this group of ten women, and we wanted to 
start a business to explore other things apart from our work. So we started this 
company that sells paraffin, but we normally have sessions where we meet as 
women to get different perspectives from other women. It helps to be with other 
women and not always on your own. So we learn about different people and how 
to run a business. It is also a way to combat unemployment. We think of ideas of 
what we can do, and we advise each other. We learn about different personalities, 
how to run a business, how to be entrepreneurial. We even went to Cape Town 
together. 
In the country, in the villages, societies are very common. In the country, you find 
that they are mainly doing it to survive. Our society was started by me and the head 
of XXX, who is a close friend of mine, and another friend that also works here. But 
the women come from all over, and we also relied on word of mouth. For a start, 
we wanted the person to have money [R10 000] and they had to meet the criteria. 
In a space of a couple of months [18 months], we managed to each put R200 000 
in. So we started with the selling of the paraffin and also bought shares in 
Sekhametsi and Medi Grow [it is doing business with cannabis]. Sekhametsi is a 
company that has shares in Vodacom and another company. We are getting good 
returns and would like to identify other opportunities but, at the moment, it is only 
the paraffin one that we have. We want to create wealth and leave a legacy so 
that, when we leave, we will leave something for our children and the country 
(Participant 15). 
Combining all the learning processes mentioned above was the preferred approach for 
Participant 1. 
A combination really: It could be on-the-job training, in-house training, attendance 
of short courses, even the long programmes. Each would, in one way or another, 
contribute to developing a person to make them better, where you had to present. 
I honestly think a combination of all of those will make a person more whole 
(Participant 1). 
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Table 4.4 provides a summary of the methods participants identified as to how leadership 
competencies in women can be developed. 
Table 4.4  
Leadership Development Methods 
Leadership development methods  Participant  
Executive development courses (USB-Ed, GIBS, UCT, UOFS) and 
internal courses presented by external institutions 
3, 4, 7, 8, 10, 12, 14, 17 
Undergraduate and graduate studies 6, 11, 
External courses (self-paid) 13 
MBA/MBL 4, 5, 6, 16 
On-the-job, practical experience/engagement 11, 2  
Experience, exposure 17, 15, 1 
Lifelong self-learning 1, 5 
External, self-driven immersions 3, 5, 16 
Societies 15, 16 
Combination of all of the above 1 
 
Table 4.4 lists methods participants experienced during their leadership development 
journey. Organisations and other women could use these methods to develop their own 
leadership competencies. Participants believed executive development courses were the 
most effective method of developing leadership, followed by attending an MBL/MBA 
course, having exposure and experiences and, finally, self-driven external immersions. 
4.2.5.3 Subtheme: Leadership development providers, facilitators and mentors 
Participants mentioned specific facilitators who contributed to the success of leadership 
development interventions. Hein Everts was one such valuable contributor. 
He is a white South African male. So he came to do the leadership training. There 
were three components: leading self, leading others and leading the organisation 
(Participant 7). 
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Two participants mentioned university professors who made lasting impressions during 
their studies. 
There was one during my MBA studies. I was taught that, in life, you should know 
what is valuable. Prof. Coetzee was a brilliant facilitator (Participant 6). 
There was a Prof. at UCT who presented a leadership course with a difference. It 
was a spiritual journey into yourself (Participant 5). 
Very few local (Basotho) leadership development consultants were mentioned by 
participants. Participants 5 and 15 admitted to not knowing any local facilitators. 
Participants 6 and 14 mentioned the name Bosiu. 
Bosiu is doing coaching business. Motivational programmes (Participant 6). 
There is one woman, her name is Mary Bosiu, her company is Bosiu Consultants. 
They will offer sessions that will empower people. The last session I attended was 
a motivational business breakfast, so they will notify me if there are any other 
sessions. It is not for woman per se, but you will find that most of the people that 
attend are women. She tries to motivate people and how to be independent and 
survive, even if you are not employed, and how to start your own income-
generating business. She also motivates and explains about time management. I 
always attend her sessions (Participant 14). 
Mercer International was mentioned by Participant 4 amongst potential leadership 
development resources, and Participant 15 found PWC to be a useful provider. 
Participant 16 mentioned the name, Liekelely Mphutlane, and also saw the fact that so 
few local leadership development suppliers exist as a potential business opportunity. 
There is a business opportunity for strong women. The only names of a local 
person who is doing woman empowerment is Liekelely Mphutlane (Participant 16). 
Managers, both male and female, also play an important role in the development of 
leadership amongst women. Managers do not necessarily have to be nice, and it seems 
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as though difficult bosses sometimes create excellent learning opportunities. Managers 
who believe in women give them the courage to lead. 
My previous bosses also. When I started working, I had a very, very mean, tough 
boss. But she helped shape me who I am. She used to say, Go and figure it out 
yourself. I used to cry, and she would insult you. She taught me how to teach 
myself. I can learn anything with ease. I have a belief I am not good with numbers. 
When I was doing MBL, it was frustrating. I passed everything: economics, 
accounting, financial management. And I could do it all. She shaped me 
(Participant 8). 
Then there was a male boss when I joined; he was the one that influenced me in 
terms of being more aggressive (Participant 16). 
My boss believes in me, and that gave me a lot of courage. From when he found 
me here ……, he decided, I see your passion, where you are coming from and the 
points you are trying to make; I just want you to package it a bit different. That had 
a great impact on me because here was someone that was listening and, even 
though he was male, he was in my corner. And I understood what he meant about 
the package – the delivery is also important. So I think, from that perspective, 
having someone believe in you, it helps so much to fight the battles, to overcome 
the challenges because you know you are on the right path (Participant 5). 
However, those who developed the participants were not necessarily their line managers. 
Mentors also contributed to the development process. Participant 5 explained how she 
went about finding the right mentor. 
I had a mentor. He gave me an all-rounded guidance in leadership and character 
and how to treat people (Participant 8). 
I used to be an …… for the ……. at the time he was the …….. There was also a 
professor and, when he passed on, his replacement took over. They were such 
good mentors. Both came from an education background because they were both 
lecturers, so they engaged me a lot in everything that was done and they were 
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practical and would say, This is what you need to do and how you do it, because 
of 1, 2, 3. Neither of them would go to a meeting and not share what was going to 
be discussed, even if it is not in detail, but they would at least give me an idea of 
what needs to happen or what is going to happen. I got a lot of guidance from them 
how to deal with the different kinds of people … So both of my mentors literally 
held my hand through it to ensure, no matter how intimidated I felt, they would take 
care of whatever the issue was (Participant 11). 
When I first came to …… I did not have any background in …… but I grew into the 
organisation and I met mentors who told me to keep my mind open, not to just 
focus on what I am doing but to try and learn to do new things, to explore and learn. 
So I did that and, because of that, I was able to go up from the level of a senior 
…… to being a manager (Participant 12). 
At Organisation D, some participants decided to create a mutual mentorship system 
where they learn from each other. 
Every Friday here [our offices], we have our own sessions [just the women] where 
we read books, we do our visions, we do our SWOT analysis, etc.; and then we 
can say where we are going in terms of our career. Where do we see ourselves in 
the medium to long term? It is such sessions that will help in terms of helping 
others. We also have a book club and we discuss what kind of books are you 
reading and why: leadership books, financial books. Interaction with people in your 
inner circle, that can help a lot. At the moment, I also have mutual mentorship – 
she helps me, and I help her (Participant 16). 
Ineffective leaders also contribute to the development process. Participant 8 shared that 
she learnt from others how not to lead. 
You can learn from others how not to be. You learn from others’ experiences 
(Participant 8). 
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4.2.6 Theme 6: Organisations play an important role in developing women 
leaders 
Organisations contribute a lot towards the development of women leadership in LFS, and 
women are supported in many ways. Participants shared both what their organisations 
were doing and what they could do more of to support and develop leadership skills of 
women in management in LFS. 
4.2.6.1 Subtheme: What organisations are doing to support and develop 
women in management in LFS 
The participants provided insight into how their organisations were developing them. It 
seems as though organisations have generally been working hard towards giving equal 
opportunities to women and participants 1, 2, 3, 4, 7, 8, 9, 10, 12, 13 and 16 all mentioned 
positive aspects of what their organisations are doing to promote gender equality. All 
three participants from Organisation B expressed satisfaction with the way women are 
being treated; and five of the seven participants interviewed from Organisation F thought 
their organisation provided equal opportunities for women and men. Participant 13 
believed her organisation did nothing to make her life difficult for her as a woman, and 
she has never felt marginalised in the environment in which she works. Participants also 
acknowledged that organisations have policies in place to support women. 
In Lesotho’s financial sector, there is nothing that prevent women from moving into 
executive leadership positions – to break the glass ceiling (Participant 8). 
Male or female, you can compete equally for the position of CEO, as long as you 
meet the requirements ... we have the same opportunities (Participant 10). 
I have never experienced it [women being treated differently] at work (Participant 
12). 
My needs are met in a lot of ways. I have free rein about the decisions that I make 
in the department that I am running. Of course, I will do consultations but, for the 
most part, as the person that has been given the responsibility and accountability 
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for this unit, I will be able to do things as I think they should be done. I will definitely 
need authorisation from my boss, but she will allow me to be innovative about how 
I think we should do things, any improvements, as long as I have my facts 
presented. It is also the issue of relationships with other departments: I also have 
free rein. I recently had an issue with compliance, but I had full control (Participant 
11). 
I love to get stuck in, and I have been employed by an employer who has really 
allowed me to get stuck into things. So, the more complex the projects became, 
the more I felt like I had the confidence to actually push ahead and lead these 
initiatives (Participant 3). 
There is some understanding, as the organisation continues to see that women 
have more responsibilities. At some point, women have to go for maternity leave 
and that means that, if she is on a programme that is continuing, then there is a 
pause somewhere. Maternity leave and the six months after are well taken care of 
because it is in the policy (Participant 2). 
Participants mentioned being exposed to many training and development interventions. 
These interventions include courses, exposure and networking opportunities. Participant 
7 acknowledged that her organisation is doing a lot to develop women, and Participants 
1, 4 and 11 were appreciative of the development they present and have received. 
[Our organisation] is a very good trainer of staff; we get a lot of opportunities. We 
develop our staff managerially, develop them technically. So there were a lot of 
opportunities for me and the other staff. We identify, on the basis of skills gaps, the 
training we need to undertake. If you look at the way we try to capacitate the heads 
of department, I will say, with the experience that they have had, given the 
opportunity, they could also assume those senior positions. They have been well 
trained; they have been put through the steps: exposure, workshops, meeting with 
peers. [Our organisation] is very good at allowing us to visit other [organisations] 
in the area where we do the same kind of work, just to go and learn from the 
experiences of others (Participant 1). 
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They try to give us training, leadership courses. We also had the opportunity to 
request where we think there is a need and you don’t have the appropriate skill to 
be able to do your job (Participant 11). 
We have a programme where we groom our middle management for leadership 
positions for the future (Participant 4). 
Attending courses helped individuals through difficult times. Participant 4 shared her 
experience during a tough period at work. 
When I first joined the company, I was not in a very good place. It came to a point 
where I had to go for counselling. On a Monday morning, I did not want to get out 
of bed. It felt like I was drowning. There was an emptiness because I could not 
connect with the organisation. I had to come out myself and luckily the SLDP 
[Senior Leadership Development Programme] helped me to come out and meet 
the organisation at the place where I had to, and now, I love what I am doing 
(Participant 4). 
Some participants said their organisations are very good at treating women and men 
equally. Some participants acknowledged their organisations for treating women with 
respect and being equally supportive of women. Organisations in Lesotho who are 
performing in such a manner need to be lauded for their progressive stance on gender 
equality. 
So as long as you meet those qualifications and experience and your performance 
meets the set criteria, [there is a percentage level because we have a performance 
appraisal system]. So as long as you meet that [the criteria] as a woman, you can 
be promoted (Participant 1). 
It is not an issue for the organisation because we are given a 50/50 chance. If you 
have the same qualifications, you can compete in an interview with a man 
(Participant 2). 
I would say that women are empowered to some degree here in our organisation. 
I do feel that I am part of an organisation that actually supports that kind of women 
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empowerment. Where there is potential, we recognise that potential and we make 
sure that we grow it (Participant 4). 
I think the gender thing is not as pronounced. The executive of [our organisation] 
is quite balanced. They are quite active about promoting women (Participant 7). 
I work for an employer of choice who is accommodating. We all have equal 
opportunities and the structures in place that allow me to cope, i.e., no leave 
required to go to clinic days (Participant 8). 
I suppose the company embraces women. As you can see, we have female 
leaders and, with time, they have really tried to balance it out (Participant 11). 
However, some organisations do not focus on developing women, specifically. Some 
participants did not consider gender to be an issue at all. 
We raise our staff in [our organisation], giving them the same equal opportunities 
they would be exposed to the same programmes in terms of whatever skills they 
need. So we don’t pay particular attention to a woman saying [she] need[s] to do 
that programme, not that one (Participant 1). 
I do not work in an environment that is [focused] exclusively on women (Participant 
13). 
So it is good that they understand the challenges we face. It is not so bad any more 
and, with the younger generation coming into the company, there is more 
negotiation. I really don’t think gender is much of an issue now (Participant 11). 
I can’t really say “women” because it just depends on where you are if there is any 
development initiative. They [the organisation] do not focus on women specifically 
(Participant 12).  
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4.2.6.2 Subtheme: What organisations can do more of to develop and support 
women in management in LFS 
Organisations can do a lot to help women in the leadership development process. 
Although participants believed women are responsible for their own learning and 
development, there are some things organisations can do to accelerate the leadership 
development process. It is important to note that participants believed that women in 
general, do not expect to be treated differently from men in the workplace: What they 
called for was being involved, gender equity and equal opportunities. This includes job 
interviews that are gender-neutral. They want to see themselves as human beings first, 
before being considered according to their gender. 
I would need involvement because, if you are not involved, how else are you going 
to be aware of what is being done in the organisation and what it takes from you 
to be a CEO? Treat women similar to men and involve them. Because how are you 
ever going to work on something, if you are not given the opportunity (Participant 
13). 
[Job] interviews should be gender equal (Participant 8). 
I think the starting point is that we are all human beings, beyond gender roles and 
qualities, and we should look at ourselves like that before we look at ourselves as 
men or women. I do not find the relevance of gender at work. I think we need to 
devalue the importance that culture has given to gender (Participant 13). 
If organisations took the time to create opportunities for women to grow and learn as 
leaders, it would go a long way to closing the gender gap. Attending courses and being 
mentored or coached in leadership are all useful developmental mechanisms and are 
necessary; however, they remain meaningless until a leader can practise the skills. This 
only happens if opportunities are given, and women crave such opportunities. 
Let’s say, in my position, there are two of us, and we have work to do: Don’t 
automatically give the more difficult task to the man to do. Our tasks should be the 
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same so that you can see: what he can do, you also can. So you must give the 
women equal opportunities (Participant 12). 
To be given that opportunity to present yourself so that you can have that 
experience – that is what I need (Participant 10). 
Coupled with that would be intensive and intentional training because, if the CEO 
is not training you, is not demanding certain outputs, you will never really know if 
you can do it (Participant 13). 
Being given the necessary information and organisational context also enables women 
to succeed. Women do not want to be left in the dark. If they are required to lead 
effectively, they need to see the big picture and know what is going on. 
I need context, in the sense that I need information. I need to know why I am doing 
something. If somebody just comes and asks you a very direct question that does 
not give you context, it makes it very difficult to even pass it on, to do a good job 
(Participant 7). 
Participant 4 related a story about being thrown into the deep end and left to her own 
devices when she first was appointed in a leadership position. She did not receive the 
necessary information and context when she first joined the organisation. She would like 
others to be spared that pain. She suggests organisations take care not to leave women 
to their own devices. 
Because I literally sat here by myself, not knowing where to get the strategy from. 
So I would go to my boss, and he would say he would share it with me – but, of 
course, he is too busy. So I had to go out to other branches by myself and get the 
information, introduce myself to them. It felt as though I dived into this ocean and I 
was drowning. But it took a while. In hindsight, it was good for me. I am at a good 
place now. But, for other people: I hope they will get the support (Participant 4). 
Getting support and feeling empowered were mentioned as two ways of helping women 
succeed. Understanding the background she comes from and the context in which she is 
expected to lead would also be useful ways of helping women leaders thrive. 
194 
So I think they should empower their women leaders (Participant 6). 
Also support from the top, support that gives you authority (Participant 7). 
Try to understand what my background is: If you are going to lead and guide me 
in the right direction, you need to understand my background (Participant 11). 
Organisations could study world best practice concerning women at work and update 
their policies to accommodate working women. Although policies and practices are in 
place, they could be improved. 
They [the organisation] may understand, but they do not accept it directly. It is 
documented that we are provided like this and like that … But I don’t think it is very 
easy when we don’t have policies that would include women in such form. I think 
we need more policies like that. When you are looking at these things, you will find 
that, in some countries, there are better facilities (like, for instance, baby daycare 
centres in the company building). But, hopefully, we can influence these policies 
to provide better facilities (Participant 2). 
Participant 10 gave a beautiful account of how company policies, written with the best 
intentions, do not match the real-life pressures of being a mother. It seems to be 
particularly difficult when mothers have young children. 
When I was a new mother, I needed to breastfeed and, according to the company 
code, you get one hour but you will find that, literally, you do not have that time 
because of work. One other thing that I have noticed is that, when you go on leave, 
nobody takes over. Some functions, yes; but that’s not all, so it just piles up and, 
when you get back, you feel as if you should not have gone. The company 
introduced flexi hours because of the traffic jam we are experiencing in Maseru. 
But it is not working for us as we are working under deadlines and meetings and, 
if a meeting is set at 7 am, you have to be there, even if you wanted to come at 9 
am because of the traffic. Personally, working from home does not work for me 
because, when you are home, you have to take care of things at home and you 
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don’t get time for work, so it is better to come to the office, even on weekends, 
when there is nobody to bother you (Participant 10). 
Although some women believed that gender should play no role in the workplace, others 
felt women do have very specific needs based on the role they need to fulfil at home. 
They called for more flexibility and being paid equally for the same outputs. 
I think women’s needs are so much wider, we need flexibility. If you have flexibility, 
working from home, flexible hours, you have a better chance (Participant 7). 
Money, the money issue … I think I have realised men do get paid more, maybe 
because they are more open to asking (Participant 7). 
We are definitely not paid the same [as men] for the same type of work that we do. 
I have tried to compare somebody in a position that I am in a different [organisation] 
that is male, and they earn, like, ten thousand rand upwards in excess of what I 
earn (Participant 3). 
4.3 Chapter Summary 
This chapter presented data obtained from interviews held with 17 participants in LFS. 
Following the thematic analysis in which themes were extracted, data were presented 
using a narrative format, structured according to themes and subthemes detailing 
perspectives from participants (Creswell & Creswell, 2018).  Short, interpretive narratives 
from the researcher were interspersed with verbatim quotations of the participants’ 
responses (Creswell & Poth, 2018). The six key themes covered topics such as (a) the 
fact that society has many cultural expectations of women leaders in Lesotho, (b) that 
they experience many challenges and live in a man’s world, (c) the leadership 
development needs of women in management in LFS, (d) strategies to overcome these 
barriers, (e) the leadership development initiatives already in place to develop leadership 
amongst women in management in LFS, and finally, (f) the role of organisations in 
developing leadership amongst women, as well as what organisations could do more of 
to facilitate breaking the glass ceiling. 
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In the next chapter, the data are integrated and discussed. 
  
197 
CHAPTER 5   
INTEGRATION OF FINDINGS AND DISCUSSION 
5.1 Introduction 
The goal of Chapter 5 is to make sense of the data presented in Chapter 4 (Merriam & 
Tisdell, 2016). The process of sense-making involves consolidation, reduction and 
interpretation of the data (Merriam & Tisdell, 2016). 
The chapter starts with a discussion of relationship diagramming to visualise the 
interrelationships between themes, followed by integrative diagramming, which was used 
to identify a core theme. The six themes are unpacked and linked to extant literature in 
the discussion section. The chapter ends with a presentation of two leadership 
development frameworks for women in management in LFS, developed by the 
researcher. 
5.2 Relationship Diagramming 
The unconventional method of diagramming was selected as an approach to expand 
creativity and to assist the process of visualising relationships between themes (Corbin & 
Strauss, 2015). The advantage of a diagram is that it provides a visual representation of 
the themes with their relationships (Charmaz, 2014). Diagramming was done to enable 
the researcher to link themes and study the relationship between themes and subthemes 
(Toendepi, 2016). Linking themes together in a meaningful way by visually displaying how 
the abstract concepts relate to each other assisted in effectively capturing the interaction 
of the themes (Merriam & Tisdell, 2016). Figure 5.1   
The Interrelationships Between the Six Extracted Themes  
 illustrates the six themes, extracted from the primary data using thematic analysis, their 
respective subthemes, and the relationships between them. The interrelationships 
between themes are indicated by arrows. 
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Figure 5.1   
The Interrelationships Between the Six Extracted Themes  
 
Note. Researcher’s own work. 
The interrelationships between themes start at Theme 1, Cultural beliefs, expectations 
and realities are barriers, Subtheme 1: Patriarchy. Patriarchal beliefs and stereotypes 
impact on women managers’ ability to balance their work and home lives and could lead 
to self-doubt and lack of confidence (Khattab & Rosette, 2017). The cultural role 
expectations placed by Basotho society on women create pressure on women managers 
to juggle multiple work-life balls, wanting to be the perfect wife and mother despite 
immense pressures and responsibilities at work. Cultural beliefs also create a perception 
that elders need to be respected, and this leads to the occurrence of ageism in the 
workplace (Beiroth, 2017). The cultural expectation of respect for elders could also cause 
women in management to hold back on disciplining elders in situations where low 
performance has to be addressed or instructions are not followed. Due to the cultural 
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belief that a woman’s place is in the kitchen not in the workplace, women could sometimes 
lack confidence, hold back and choose not to lead (Khattab & Rosette, 2017). 
Theme 2 addresses the issue of life as a manager in LFS as being both challenging and 
exciting. Due to work-life balance challenges, women managers potentially perceive the 
sacrifices to be too overwhelming and, therefore, choose not to lead (Zikhali & Smit, 
2019). 
In Theme 3, the leadership development needs of women in management in LFS are 
unpacked. Addressing the needs of all four of the subthemes will have an impact on 
building and displaying competence. A women-specific leadership development need 
was identified to address self-doubt, lack of confidence, and holding back. The Lesotho-
specific needs called for creating awareness of the impact of patriarchy and cultural 
expectations and beliefs on women leaders. All the needs expressed in each of the 
subthemes could help leadership development providers, facilitators and mentors design 
programmes to address the learning gaps. 
Challenges and barriers are addressed by Theme 4. Each of the strategies contained in 
the six subthemes contributes to the success of women managers: When women 
managers build and display competence, it can boost confidence and address self-doubt 
(Carmona, 2017). Working hard and smart, with passion, can also boost confidence, 
contribute to life’s being exciting, and lead to competencies being displayed (Carmona, 
2017; Ezzedeen & Ritchey, 2009). Building a support network at work can help with 
building competence as mentors and coaches can facilitate a development process and 
help women step up to the plate (Carbajal, 2018; Chiloane-Tsoka, 2010). Building a 
support system at home can address patriarchy and help with work-life balance 
(Baumgartner & Schneider, 2010). Stepping up to the plate addresses self-doubt because 
it assists in building confidence, while educating others (wider society, men, children and 
extended family members) can contribute to addressing patriarchal stereotypes and 
beliefs, and relieving work-life pressures (Bassioni et al., 2016). 
Theme 5 covers leadership development interventions for women managers in LFS. 
Having valuable interventions already in place contributes to building and displaying 
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competence, as does having effective leadership development methods and providers, 
facilitators and mentors in place.  
In Theme 6, the role of organisations in developing women leaders is discussed. 
Participants shared information illustrating how the organisations they work for support 
and develop women, and indicated that such support and development can affect 
women’s ability to address work-life balance challenges, and contribute to building and 
displaying competencies. Participants pointed out that there is a lot more that 
organisations can do to support women address work-life balance challenges, facilitate 
the building and displaying of competencies, build support networks at work, and educate 
men at work. 
5.3 Integrative Diagramming 
Following the relationship diagramming process, which is messy because of the many 
interconnections amongst the themes, the researcher decided to use integrative 
diagramming to identify how themes are integrated around the core theme (Connelly, 
2013. A core theme is the constant concept that best addresses the main challenge of 
participants (Connelly, 2013). To enable the integration of themes around a core theme, 
an integrative diagram (Figure 5.2) was developed to show how the themes and 
subthemes fit together (Corbin & Strauss, 2015). The core theme addresses the concerns 
of the participants, is central to all other themes and has been placed in the middle of the 
graphic. The core theme is Theme 4: Strategies to overcome barriers and challenges. 
Themes and subthemes were placed in four segments (individual, organisational, 
interventional and societal) related to how the challenge of developing leadership 
amongst women managers in LFS should be addressed. 
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Figure 5.2  
Strategies to Overcome Barriers and Challenges of Women in Management in LFS 
 
Note. Researcher’s own work. 
In Figure 5.2, the turquoise ovals represent the subthemes of Theme 1 (Cultural beliefs, 
expectations and practices are barriers to women in management in LFS); the yellow 
ovals represent the subthemes of Theme 2 (Life as a woman in LFS is both challenging 
and exciting); the orange ovals represent the subthemes of Theme 3 (Leadership 
development needs of women in management in LFS); the green ovals represent the 
subthemes of Theme 4 (Strategies to overcome barriers and challenges); the purple ovals 
represent the subthemes of Theme 5 (Leadership development interventions for women 
in management in LFS); and the red ovals represent the subthemes of Theme 6 
(Organisations play an important role in developing women leaders). 
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On an individual level, women managers need to understand that society has led them 
to believe in men’s superiority, and that cultural expectations placed on them have 
resulted in their feeling inferior, fraught with self-doubt and lacking confidence. This is one 
reason why women might hold themselves back. However, as they gain clarity about their 
career ambitions, they will step up to the plate, express their desires, and then, by working 
hard and smart with passion to build and display their competencies, they could overcome 
barriers and break through the glass ceiling. In addition, they need to display the required 
competencies with confidence and enjoy the fact that life is exciting for women managers 
in LFS. To achieve work-life balance, women need to build effective support systems at 
work and at home and educate and contract with their husbands, children and broader 
family to distribute and manage the household duties and responsibilities (Baumgartner 
& Schneider, 2010; Powell, 2018). 
Organisations have a critical role to play in supporting women in overcoming barriers 
and facilitating cracking the glass ceiling. Participants provided information about what 
organisations can do more of, which included providing equal opportunities for men and 
women to grow and practice their leadership skills on the job. Providing necessary 
information and organisational context, support and empowerment, and evaluating and 
reviewing policies and practices were listed as mechanisms organisations could use to 
help women in management. There was also a call for more flexibility and to ensure men 
and women are paid equally for equal work. There was an acknowledgement that 
organisations are doing a lot to develop leadership skills and to sponsor attendance at 
leadership courses, and participants called for those actions to continue. Suggestions 
were made by participants that organisations could involve themselves in educating men 
at work about gender inequality issues, and perhaps in developing young female talent 
at tertiary institutions with coaching and mentoring. The issue of ageism at work also 
needs to be addressed, as performance should be managed, irrespective of age 
differences. 
At an interventional level, it was found that many valuable interventions already exist. 
These interventions have had a significant impact on the study participants and have 
greatly assisted in the development of their leadership capabilities. Participants 
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expressed specific needs that could be targeted by leadership development specialists. 
It was evident that very few local (Basotho) leadership development specialists exist, 
which was identified as an opportunity for seasoned local leadership specialists to enter 
the market. Participants provided excellent ideas about leadership development best 
practices (process and content) that could be used by suppliers to tailor-make leadership 
development solutions for women in management in LFS. 
On a societal level, Basotho society favours men and consider them as being superior 
(Chwarae Teg, 2015; Phohlo, 2011). This places huge burdens on working women and 
creates barriers for women who want to progress in organisations. Society needs to be 
educated about their role in holding women back and, here too, men, children and family 
members need to acknowledge their role in supporting women managers in their quest 
to break the glass ceiling. Ageism needs to be surfaced as a potential barrier in the 
workplace and society needs to understand that for women to achieve results at work, 
substandard performance needs to be addressed even it that might require a young 
female manager having to discipline an older person. 
5.4 Situational Analysis Research 
In addition to diagramming, this study applied situational analysis research as a method 
to examine data (Clarke, 2005) and to facilitate thinking creatively about the data collected 
and presented in Chapter 4 (Clarke et al., 2015). The value of situational analysis is that 
it can be used to enhance research by addressing critical concerns and complexities 
(Clarke, 2005). Situational analysis allows for findings to be interpreted (Perez & Canella, 
2013), multiple perspectives to be considered, and a reductionist approach to be avoided 
(Perez & Canella, 2013; Clarke et al., 2015). The objective of a situational analysis is to 
provide rich descriptions and deep analytical insights (Clarke, 2005). A situational ordered 
map (Table 5.1) was developed to facilitate the data analysis (Clarke et al., 2015). 
5.4.1 Situational Ordered Map 
To create the situational ordered map, individual human elements, collective human 
elements, non-human elements, political/economic elements and socio/cultural elements 
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were identified and listed in Table 5.1 (Clarke et al., 2015). The implicated/silent actors 
and the discursive constructions of individual and collective actors, as well as non-human 
actants, were also captured in Table 5.1 (Clarke et al., 2015). 
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Table 5.1  
Ordered Situational Map: Actors and Actant Participants in Leadership Development of 
Women in Management in LFS. 
Individual human 
elements/actors (key 
individuals and significant 
unorganised people in the 
situation)  




• Other men at work 
• Other women at work 
• Domestic workers/Nannies 
• Mothers of women in management 
• Children 
• Other women managers in the network 
• CEOs 
• HR Managers 
• Line managers 
Collective human 
elements/actors 
Organisation A-F the participants belong to: 
• Public organisations 
• Private organisations 
Providers of leadership development programmes 
HR departments, which need to provide learning 
solutions and policies and budgets 
Line managers, who need to be mentors and coaches 
Other women’s network organisations 
Universities in Lesotho 
Universities/business schools in South Africa 
Basotho society 
Other organisations in Lesotho 
Discursive constructions of 
individual or collective human 
actors 
Gender stereotypes 
Gender inequality  
Political economic elements Basotho Culture 
Boys’ club 
Influence of South Africa  
Temporal elements Historical background of men working in mines in 
South Africa, leaving women to fend for themselves, 
and opening opportunities for women to lead in 
Lesotho 
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Major issues/debates Leadership really needed specifically for women 
Discrimination 
Work-life balance 
It’s a man’s world 
Should development even be done through a course? 
Non-human Elements E-learning solutions 




Key events After 1994, men returned from South African mines 
and started fulfilling leadership positions in 
organisations 
Discursive constructions of non-
human actants 




Participants who are married 
Participants who are not married 
Participants who are married with children 
Participants who are unmarried with children 
Participants who have no children 
Spatial elements Some participants grew up in rural areas, city 
background 
Historical narrative visual related 
discourses 
Historical background of Lesotho 
 
The value of the organised map was that it extended the researcher’s perspective to 
contain a much wider view of the actors and actants participating in the phenomenon 
(Clarke et al., 2015). In addition, it opened up an understanding of future research topics. 
This led to the realisation that some actors, which were not mentioned during the 
interviews, would also need to be considered in the recommendations as they could play 
a critical role in implementing changes. These included organisational decision-makers 
such as CEOs, other executive line managers such as HR managers and executives. 
Other “new” actors and actants that emerged from the messy and ordered maps were the 
universities, which played a role in both Lesotho and South Africa, and the possibility of 
using e-learning solutions for leadership development interventions. The role and 
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influence of South African organisational head offices, universities and women’s 
organisations/networks were also highlighted as a result of developing the ordered map. 
The ordered situational map led to the researcher’s considering whether different 
groupings of participants might lead to different perspectives on the themes identified as 
a result of coding and thematic analysis. Matrices were developed to test the notion. The 
first matrix (Table 5.2) tested whether the barriers and challenges mentioned by 
participants were different depending on whether participants had live-in children or not. 
Table 5.2  








Participant has no 
live-in children  
The man is head of 
everything 
2, 15, 17, 6 
(4 participants) 
4 participants 0 participants 
It’s a man’s world 6, 15, 5, 11, 16, 13, 3, 
8, 4, 7, 17, 2 
(12 participants) 
7 participants 5 participants 
Role expectations 
placed on women 
2, 15, 17, 11, 13, 7, 
16, 14, 8, 4, 6 
(11 participants) 
7 participants 4 participants 
Life is challenging 2, 7, 9 
(3 participants) 
3 participants 0 participants 




1 participant 0 participants 
Ageism 4, 2, 13, 3, 11 
(5 participants) 
2 participants 3 participants 
Self-doubt and lack 
of confidence 
13, 15, 5, 9, 16, 4, 17, 
12 
(8 participants) 
5 participants 3 participants 
Women hold 
themselves back 
4, 17, 16, 7, 14, 11, 
15, 13 
(8 participants) 
5 participants 3 participants 
Work-life balance 2, 14, 11, 8, 6, 10, 7, 
15, 16 
(9 participants) 









Participant has no 
live-in children  
Life is exciting 4, 17, 13, 6 
(4 participants) 
2 participants 2 participants 
 
Table 5.2 illustrates that there is no significant difference between barriers and challenges 
perceived by participants based on the fact that they had live-in children or not. 
The second matrix (Table 5.3) verified whether barriers and challenges affected 
participants with different marital status. 
Table 5.3  













widowed or not 
married 
The man is 
head of 
everything 
2, 15, 17, 6 
(4 participants) 
4 participants   
It’s a man’s 
world 
6, 15, 5, 11, 16, 13, 
3, 8, 4, 7, 17, 2 
(12 participants) 





2, 15, 17, 11, 13, 7, 
16, 14, 8, 4, 6 
(11 participants) 
7 participants 1 participant 2 participants 
Life is 
challenging 
2, 7, 9 
(3 participants) 
2 participants  1 participant 
Life is not 
challenging 
1 (1)   1 participant 
Ageism 4, 2, 13, 3, 11 
(5 participants) 
2 participants  3 participants 
Self-doubt 
and lack of 
confidence 
13, 15, 5, 9, 16, 4, 
17, 12 
(8 participants) 



















4, 17, 16, 7, 14, 11, 
15, 13 
(8 participants) 
5 participants 1 participant 2 participants 
Work–life 
balance 
2, 14, 11, 8, 6, 10, 7, 
15, 16 
(9 participants) 
7 participants 1 participant 1 participant 
Life is exciting 4, 17, 13, 6 
(4 participants) 
2 participants  2 participants 
 
According to Table 5.3, there appears to be no significant difference in the barriers and 
challenges faced by participants based on whether they were married, divorced or single, 
widowed or not married. 
The third matrix (Table 5.4) tested whether there was a difference in barriers and 
challenges based on the age group of the participants. 
Table 5.4  













50 years and 
older  
The man is 
head of 
everything 
2, 15, 17, 6 
(4 participants) 
 2 participants 2 participants  
It’s a man’s 
world 
6, 15, 5, 11, 16, 
13, 3, 8, 4, 7, 17, 
2 
(12 participants) 





2, 15, 17, 11, 13, 
7, 16, 14, 8, 4, 6 
(11 participants) 


















2, 7, 9 
(3 participants) 
 1 participant 1 participant 1 participant 




   1 participant 
Ageism 2, 3, 4, 11, 13 
(5 participants) 
1 participant 3 participants 1 participant  
Self-doubt 
and lack of 
confidence 
4, 5, 9, 12, 13, 
15, 16, 17,  
(8 participants) 




4, 7, 11, 13, 14, 
15, 16, 17 
(8 participants) 
1 participant 5 participants 3 participants  
Work–life 
balance 
2, 6, 7, 8, 10, 11, 
14, 15, 16 
(9 participants) 
1 participant 5 participants 3 participants  
Life is exciting 4, 6, 13, 17 
(4 participants) 
1 participant 2 participants 1 participant  
 
Table 5.4 showed that no particular differences in barriers and challenges were noted 
based on the age groups of participants. 
The ordered map also provided an opportunity for the researcher to test whether there 
was a difference between what participants considered to be critical competency 
requirements, depending on the type of organisations (public/private) they belonged to. 
Table 5.5 illustrates the critical competencies needed to break the glass ceiling by sector. 
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Table 5.5  
Critical Competencies Required by Public or Private Sector Organisations to Break The 
Glass Ceiling 
Critical competencies needed to 







Basic appropriate qualifications 15  1 participant 
Understanding the business 8, 14 1 participant 1 participant 
Broad business perspective (not 
functional/silo) 
1, 4 1 participant 1 participant 
Technical expertise 1, 6, 14 2 participants 1 participant 
Quality work 2 1 participant  
Combination of technical and 
leadership 
1, 2 2 participants  
Leadership skills 6, 8, 12, 15 1 participant 3 participants 
Management skills 2, 12 2 participants  
Soft skills 3, 4, 7, 16  4 participants 
Ethical, Integrity 1 1 participant  
Strategic skills 10, 14, 15, 16 1 participant 3 participants 
Out-of-the-box, innovative thinking 1, 8, 15,16  4 participants 
Personal mastery, EQ 7, 10, 16, 17  4 participants 
Confidence and executive presence 4, 6, 9, 16, 17 1 participant 4 participants 
Communicate and present arguments 
well 
6, 15, 16  3 participants 
Politically well connected 9 1 participant  
Political savvy 12, 15, 16, 1 participant 2 participants 
 
Table 5.5 shows that only a few differences were found between the two sectors, such as 
the fact that having appropriate basic qualifications, quality work, a combination of 
leadership and technical skills, and management skills, in particular, were only expressed 
as a need in the public sector. One participant from a public organisation believed being 
politically well connected would help with breaking the glass ceiling. Having soft skills, 
personal mastery and EQ skills, as well as out-of-the-box innovative thinking skills, were 
only considered to be a need in private organisations. 
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5.5 Discussion 
The main objective of this research was to explore leadership development for women in 
LFS. Comparing and contrasting the findings to those of existing literature and theories 
enabled sense-making (Creswell & Creswell, 2018). It is important to test the findings of 
the researcher against previous studies and to tie together literature and findings 
(Harding, 2013). 
The six themes, (a) cultural beliefs, expectations and practices are barriers for women in 
management in LFS, (b) life as a woman in LFS is both challenging and exciting, (c) 
leadership development needs of women in management in LFS, (d) strategies to 
overcome barriers and challenges, (e) leadership development interventions for women 
in management in LFS, and (f) organisations play an important role in developing women 
leaders, were used to structure the sections of this chapter. 
5.5.1 Theme 1: Cultural beliefs, expectations and practices are barriers for 
women in management in LFS 
Cultural and traditional practices prejudice women and create gender inequality (UNDP, 
2017). Chengadu and Makan-Lakha (2017) state that “the weight of tradition is very 
strong” (p. 25) and point out that culture plays a complicated role in women leadership. 
How women perceive themselves is hugely impacted by cultural perceptions (Chengadu 
& Makan-Lakha, 2017). 
The participants shared perceptions that Lesotho’s historical context, background and 
culture have had a significant impact on the beliefs, expectations and practices in which 
they function. Historical laws, such as the law of Lerotholi, have long communicated the 
fact that women are considered to be children, not adults (Juma, 2011). Malephane and 
Nkuebe (2015) confirm that discriminatory laws and practices create barriers to women 
in Lesotho’s attainment of leadership positions. To some extent, the legacy of these laws 
has permeated Basotho society’s belief system and is evident in Lesotho today, albeit at 
a subconscious and covert level (Chwarae Teg, 2015; Juma, 2011; Malephane & Nkuebe, 
2015). These beliefs, expectations and practices create barriers for participants to 
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progress into higher levels of leadership in the financial services sector. Participants 
noted that cultural beliefs and expectations were one of the key reasons why women do 
not break through the glass ceiling. Although there has been an increase in women’s 
participation in decision-making in Lesotho, women still experience many barriers that 
exclude them from leadership positions in Lesotho, which need to be overcome (Ntho et 
al. 2015). Basotho culture, tradition and social norms create barriers that have a negative 
effect on women’s advancement (Ntho et al., 2015). These findings are aligned with the 
findings of Chiloane-Tsoka (2010), who reports that women are encircled with cultural 
barriers that oppress them and prevent them from advancing to leadership positions. 
Participants shared that men in Lesotho are considered to be “the head of everything” 
and they described the world in which they operate as a patriarchal society. Chiloane-
Tsoka (2010) agrees that patriarchy persists and, to a great extent, the world is viewed 
from a man’s perspective, resulting in the creation of barriers for women to progress. In 
this patriarchal society, men dominate the workplace, and most executive positions are 
filled by males. Wallace and Smith (2011) confirm these findings by stating that, in Africa, 
working women experience male dominance. The existence of a strong male network in 
the form of a so-called boys’ club makes it easier for men to progress their careers than 
for women. 
Participants explained specific cultural role expectations, which include the expectation 
that women should consider their duties as mothers, housekeepers and wives to be their 
primary function; and that following a career and being ambitious are not valued female 
characteristics in the Basotho culture. Women are also expected to be subservient, 
modest and quiet, to respect men at all times, to perform the necessary duties during 
funerals, to adhere to certain moral standards, and to marry and have children. If these 
stereotypical roles are not adhered to, women are not respected. Beiroth (2017) also 
found that, traditionally, Basotho women have well-defined and specific roles assigned to 
them. Although these roles have changed somewhat in modern-day Lesotho (Beiroth, 
2017), participants confirmed that many of the traditional roles persist today. 
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5.5.1.1 Subtheme: Patriarchy 
Patriarchy is defined as a male-dominated and privileged society where men exert their 
dominance over females, and women are required to be subordinate (Ifechelobi, 2014). 
Patriarchy is alive and well and can be considered a fundamental barrier to the 
advancement of women (Chengadu & Makan-Lakha, 2017; Chiloane-Tsoka, 2010; 
Dorfman et al., 2012; Ntho et al., 2015). As Africa is traditionally a patriarchal society in 
which women are systematically disadvantaged, subdued and oppressed, and as 
Basotho culture is built upon this principle of patriarchy (Chwarae Teg, 2015; Ntho, 2011; 
UNDP, 2017), it is not surprising that participants felt the same way. The findings are 
congruent with the view that Africa constructs gender in ways that prioritise the interests 
of men in religious, social and professional domains (Mwatsiya, 2019) and that many 
cultures openly consider males as superior and females as inferior (Zikhali & Smit, 2019). 
Chwarae Teg (2015) found that men are the head of the household in Basotho culture, 
but participants in this study highlighted the fact that this does not only affect their home 
life: They also live and work in a patriarchal system in which it is predominantly “a man’s 
world” (Participant 6) and men are considered the “head of everything” (Participant 14). 
Leadership is thus perceived as a man’s role and, despite the gender equity laws in the 
country, men use the patriarchal system to their advantage by continuously suppressing 
women in issues of leadership (Ntho et al., 2015). Participants shared that men still 
dominate in the workplace, especially at executive levels of organisations. Leadership 
literature confirms that worldwide, in Africa and in Lesotho, men still dominate the C-suite 
and women battle to attain leadership positions (Chengadu & Makan-Lakha 2017, Eagly 
& Carli, 2019; Kabashiki, 2014; Malupe, 2013; Moore & Diese, 2018; Mwatsiya, 2019; 
UNDP, 2017; Zikhali & Smit, 2019). The perception of participants was that Basotho 
society is not yet ready to accept women in top positions, and this aligns with the global 
perceptions found in the studies of Rhode (2016) and Eagly and Carli (2019), who found 
that businesses resist hiring women for top positions. 
A number of participants mentioned the existence of a “boys’ club” in the workplace, in 
which men network with ease, interact socially after work and then support each other 
back at the workplace. There is a confirmation of the existence of the boys’ club and the 
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ease with which it is created and accessed (Baumgartner & Schneider, 2010; Chengadu 
and Makan-Lakha, 2017; Klenke; 2018; Padayachee, 2013; Perrault, 2015). Participants 
shared how men support their fellow boys’ club members when positions become 
available and back each other up when applying for positions. Zikhali and Smit (2019) 
corroborate the existence of the boys’ club and report that men use their network to help 
each other attain senior-level promotions. 
This boys’ club is impossible for women to penetrate as the boundaries are set using 
various methods that include using sexist humour and meeting at times when women 
need to attend to domestic duties, such as cooking and taking care of the children. Klenke 
(2018, p. 6) confirms that women leaders are often excluded from the male-dominated 
informal network; and Eagly and Carli (2019) report the difficulty of accessing these 
networks, as masculine activities, such as hunting or fishing, are used to interact. Bemiller 
and Schneider (2010) concur that humour is often used as a form of sexism. 
One participant mentioned that it is easier for men to connect with their male CEO, and 
she finds it challenging to build a relationship with her CEO as it could be construed as 
sexually motivated. This agrees with the finding by Sperling et al. (2014) that it is culturally 
challenging for women to have lunch with male colleagues or stay late at the office. 
Hewlett et al. (2010) confirm the complications of male sponsors spending time with 
younger female protégés and that these relationships are then labelled as being more 
than professional. Participants saw the informal networks created by men as barriers to 
their success. Clark and Kleyn (2011) affirm this by identifying exclusion from male social 
networks as a barrier to women’s leadership success. 
Some participants argued that they needed to work twice as hard as their male 
counterparts to attain promotions. Moore and Diese (2018) support this perception, and 
Kiaye and Singh (2013) also found women needed to work harder than their male 
colleagues to prove themselves. Conceição (2020) found that, although women work 
longer hours than men, they earn lower salaries. Participants believed men are better 
remunerated despite the outcomes being equal. Participants shared the perception that 
men obtain funds for development more easily than women. Worldwide, the gender wage 
gap remains a reality and confirms the gender inequality and discrimination in the 
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workplace (Baker et al., 2018; Clark, 2018; Eagly & Carli, 2019; Fotinatos-Ventouratos, 
2019; Klenke, 2018; Sandberg, 2013). Throughout Africa, there is a gender wage gap 
(African Development Bank, 2015; Department of Trade and Industry, 2011). 
Participants pointed out that men are promoted based on their perceived potential, while 
women need a track record in which they have demonstrated their abilities. Eagly and 
Carli (2019) agree with this perception, stating that men are promoted more quickly than 
women, even if they have the same qualifications. Participants perceived men to have 
more confidence and to question less than women their own potential, abilities and 
likelihood to be appointed in an executive position. Kay and Shipman (2014) found that 
men consistently overestimate their own competence and performance, while women 
underestimate both. Men are also more likely than women to put themselves forward for 
leadership positions, and men will apply for positions even if they do not have all the 
requirements (Ibarra et al., 2019; Hoyt, 2010). 
Participants further expressed the view that being wives, housekeepers and mothers 
places a demand on women to attend to domestic duties, while men are absolved of these 
pressures and then use the time either to study and further their careers or to relax and 
participate in sport. Eagly and Carli (2019) agree that men have fewer family 
responsibilities and, because they have more free time, they are able to obtain superior 
qualifications. 
5.5.1.2 Subtheme: Specific cultural role expectations 
Participants shared details of the pressures they feel from Basotho society to adhere to 
certain cultural norms and to comply with particular cultural expectations. There is 
significant pressure on women to behave in predetermined ways that include an 
expectation that women will always act in a subservient, quiet, modest and perfect 
manner. Maseko (2013) found that men and women are socialised into traditional gender 
roles, where boys are taught from an early age to be strong, and girls are taught to be 
perfect and obedient. Modesty is also expected, even of highly accomplished women 
(Eagly & Carli, 2019). According to Zikhali and Smit (2019), girls are being taught to 
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perform women’s duties, while boys are taught to be masters of the world, and to shape 
career aspirations. 
Some participants felt pressure to always keep in mind that being a caregiver, 
housekeeper and childminder outweighs work responsibilities. These challenges often 
originate in the family, where beliefs are held that motherhood and being a good wife 
should be prioritised above career advancement (Inandi, 2009). As Basotho society 
considers men to be the head of “everything”, and a woman’s place to be in the kitchen, 
not at the boardroom table, some participants said they started to believe such statements 
themselves, leading to their feeling unworthy of being a leader. Participants admitted that 
these pressures are not from society alone, but sometimes from within their own minds.  
Chengadu and Makan-Lakha (2017) agree that internal barriers are what hold women 
back. Inandi (2009) concurs, stating that the point of view a woman holds about her own 
leadership often creates an obstacle to progression. Participants realise they have what 
it takes to fill leadership positions but hold back, blaming culture to a certain degree, as it 
is not acceptable for women to display much of the behaviour so necessary in business. 
As these cultural norms and behaviour expected of women (such as being quiet, 
subservient, demure, not aggressive, not competitive) are often contrary to what is 
expected in leadership positions, participants indicated that they sometimes resisted 
stepping into leadership positions. 
There is a tendency in Basotho culture to expect women to always treat the head of the 
household with respect (Chwarae Teg, 2015). There might also be cases where 
husbands prefer their wives not to take their careers seriously and not to be promoted to 
levels higher than theirs or to earn more than they did because, at a certain level, they 
could consider it a threat to their manhood. Husbands play a vital role in the progression 
of women’s careers (Ezzedeen & Ritchey, 2008) and, if husbands do not support their 
wives’ careers, it could become an obstacle to progression (Namayandeh et al., 2010). 
Women receive less career support from their husbands than they provide and, despite 
women’s career success and higher salaries than those of their husbands, final decisions 
related to important issues often remain the prerogative of their husbands (Ahmed & 
Carrim, 2016). 
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Participants mentioned the pressure from society to marry and have children. There is 
also some pressure to adhere to certain moral standards, such as not having children out 
of wedlock. Cho et al. (2015) found that the need to meet cultural expectations regarding 
children was one of the most difficult aspects of managing a career. Eagly and Carli 
(2019) confirm women’s experience of pressure to interrupt their careers, take more days 
off and work part-time rather than full-time. 
Unmarried participants also were required to contribute a part of their salary to their 
families and were considered to be children until they married. 
Society places a burden on women when it comes to funerals. Working women are 
expected to participate in funeral preparations and take off time from work, despite work 
pressures and responsibilities. Beiroth (2017) recognises the role women need to fulfil 
during Basotho funerals and confirms the huge amount of effort and hard work women 
need to put in to prepare for funerals. If women do not fulfil their stereotypical role, they 
are looked down upon and made to feel inferior. Zikhali and Smit (2019) confirm that, if 
women try to take on a role that is different from the culturally acceptable roles, they are 
often shunned. 
5.5.2 Theme 2: Life as a woman in LFS is both challenging and exciting 
As a result of the patriarchal system and the unconscious beliefs and stereotypes 
mentioned in Theme 1, participants experience a range of challenges. Their challenges 
ranged from the struggle to balance the pressures and responsibilities at work with the 
demands as caregiver, housekeeper and wife at home, to experiencing ageism at work, 
and self-doubt and lack of confidence in their own thought processes, causing them to 
hesitate to pursue their career ambitions. The challenges faced by women in the 
workplace are confirmed by Chengadu and Makan-Lakha (2017), Chiloane-Tsoka, 
(2010), Conceição (2020), Inandi (2009), Kiaye and Singh (2013), Klenke (2018), Kumra, 
et al. (2014), Ntho et al. (2015), Reed (2016), Rhode (2016), and Zikhali and Smit (2019). 
Ntho et al. (2015) devised an ecological framework that confirms the many challenges 
faced by Basotho women on individual, family, community, institutional and societal 
levels, as well as in policies and procedures. 
219 
However, participants also provided useful information about the joys of life as a woman 
in management in LFS. Participants revealed the excitement of doing challenging work 
and adding value, the passion they feel for their jobs, and how much they love what they 
do. They also believed they lived in exciting times and could make a significant 
contribution in LFS. 
5.5.2.1 Subtheme: Work-life balance challenges 
Participants described how role expectations placed on women in management by 
Basotho society to primarily fulfil the roles of wife, childminder and housekeeper, create 
challenges and make it very difficult for women to achieve a work-life balance. The 
findings confirmed the conflict between being a good mother and wife and being 
successful and ambitious at work, and two participants identified work-life balance as their 
greatest challenge. Participant 8 stated, “Balancing the demands, i.e., having and raising 
children (going on maternity leave) and still giving attention to your career as well, that is 
my biggest challenge at the moment”; and Participant 6 shared, “Work and family life 
balance is a challenge … that is the main challenge”. That work-life balance challenges 
are faced by women all over the world and in all industries is corroborated by Cho et al. 
(2015), Delina and Raya (2013), Eagly and Carli (2019), Reddy (2015), Sandberg (2013), 
Valk and Srinivasan (2011). Eagly and Carli (2019) agree that the challenge of balancing 
work and family responsibilities is one of the greatest obstacles to career progression, 
while Chengadu and Makan-Lakha (2017) present the constant juggling of the demands 
of being a mother, wife and leader in a corporate world as a significant barrier to success. 
Having numerous domestic duties over and above demanding work responsibilities 
places a burden on participants who described a constant battle to balance their work 
and home pressures. 
Most of the participants in this study explained that nearly all their household duties are 
performed without the support of their husbands. Valk and Srinivasan (2011) reported 
similar pressures in Indian culture, where Indian husbands also subscribe to the 
traditional view of the role of women as primary carers, and that men often fail to provide 
the necessary help and support around the house (Valk & Srinivasan, 2011). In Korea, 
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too, Cho et al. (2018) found a work-life balance to be a huge challenge to working women. 
Wallace and Smith (2011) found working women throughout Africa experience 
unsupportive husbands. Hewlett and Luce (2019) found 40% of highly qualified women 
with spouses felt their husbands created more work at home than they performed. 
However, four out of the 17 participants alluded to their husbands’ being supportive and 
trying to help with household and childminding duties. These participants were very 
appreciative of their partners’ efforts. Eagly and Carli (2019) also report that men are 
increasingly involved in domestic duties, although the majority of household duties are 
still performed by women. 
Participants mentioned feeling guilty when they were not fulfilling their domestic duties to 
perfection, when they were not at home and when work responsibilities required them to 
tend to work crises at odd times. Warrell (2013) state that guilt is common amongst 
working women and that many women feel they are forever falling short of expected 
norms. Borg (2017) agrees women feel more guilt than ever before, with 21% of mothers 
feeling guilty most of the time and 87% of women feeling guilty at times. 
Because it is so difficult to achieve a work-life balance and because it requires so many 
personal and familial sacrifices, women resist progressing their careers and sometimes 
choose to hold back and not to lead. Some participants consider pursuing careers outside 
the corporate world by becoming entrepreneurs. Baumgartner and Schneider (2010) 
researched women leaders disillusioned by their management careers and found that 
such women pursue entrepreneurial opportunities outside of corporations, often resulting 
in high levels of satisfaction, confidence and advancement. 
5.5.2.2 Subtheme: Ageism 
Ageism is defined as prejudice based on age (Chipfupa, 2016; Nelson, 2016; Smedley & 
Whitten, 2017) and occurs in the workplace when employees are disadvantaged or 
discriminated against on the basis of their age (Smedley & Whitten, 2017). According to 
Smedley and Whitten (2017), ageism is highly prevalent in the workplace, and 
participants also revealed that “ageism is a formidable issue in Lesotho” (Participant 2). 
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Participants reported that, culturally, it is expected that elders be respected at all times. 
Beiroth (2017) and Obioha and T’soeunyane (2012), found that there js a belief that elders 
are closer to God than the rest of society, and should, therefore, be revered, and cannot 
be treated as equals. This cultural value invariably spills into the workplace, where young 
women at times experience great difficulty in managing the unsatisfactory performance 
of older subordinates. Age is also a determinant for being promoted, but participants 
overcame this prejudice by working hard and smart to prove their worth. 
5.5.2.3 Subtheme: Self-doubt, lack of confidence and holding back  
There is a prevalence of self-doubt and lack of confidence amongst women in 
management in the workplace (Carmona, 2017; Esser et al., 2018; Kay & Shipman, 2014; 
Khattab & Rosette, 2017; Ntho et al., 2015). The participants indicated that self-doubt and 
lack of confidence surfaced at times, causing them to question whether they had what it 
takes to lead. Ntho et al. (2015) confirm that, on a personal level, Basotho women 
experience low self-esteem, lack of self-confidence, and self-imposed oppression and 
stereotypes. The fact that the Basotho culture considers men to be leaders rather than 
women, and that women are expected to be modest, could be at the root of this mindset. 
The reluctance to display confidence possibly originates from childhood socialisation 
(Tannen, 2019) but could also be linked to the cultural pressure on women to be modest 
and never to “blow their own horn” (Participant 17) (Budworth & Mann, 2010). Some 
participants were courageous enough to share the fact they are often fearful of leading 
and at times doubt themselves and thus hold back. Zikhali and Smit (2019) corroborate 
this finding and state that low self-esteem and lack of confidence act against women’s 
leadership success. Chengadu and Makan-Lakha (2017) also list personal confidence as 
an internal barrier; and Baker et al. (2020) report that, amongst their participants, 
confidence was the greatest barrier to their leadership development. 
Participants revealed that they thought men had more confidence. Kay and Shipman 
(2014) confirm that men are more self-assured. Devillard et al. (2014) found women doubt 
themselves more than men, and seldom believe they have what it takes to become a 
CEO. Participants debated whether it is possible to train people to be confident. Valentine 
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(2018) believes confidence is a skill, not a trait, and can, therefore, be developed. Some 
participants admitted that they choose not to lead due to being satisfied in their own 
comfort zones, and choose not to sacrifice the time they have with family. 
5.5.2.4 Subtheme: Life is also exciting 
Fortunately, all is not doom and gloom. Some participants explained that, despite the 
barriers and challenges they face as women in management, their lives are also exciting 
and interesting, and that they love what they do. They also believed they live in exciting 
times and could make a significant contribution in LFS. Sanfilippo (2020) stresses the 
importance of women finding excitement and joy in their careers. 
5.5.3 Theme 3: Leadership development needs of women in management in 
LFS 
Participants identified particular leadership development needs required to set women up 
for success. These needs included emotional intelligence (EQ), work-life balance, gender 
equality, confidence, and strategic thinking and implementation. Buj (2018), Carmona 
(2017), Cunningham (2018), KMPG (2015), and Samineni and Reddy (2013) also 
identified displaying confidence and executive presence as critical leadership skills for 
women in management. Coaching and mentoring were identified by participants as 
particularly useful means of developing leadership amongst women. Coaching is 
considered an effective development process by Ely et al. (2011), Kassotakis (2017) and 
Ladegard and Gjerde (2014); and mentoring is identified as a useful development 
mechanism by Baker et al. (2020), Baumgarten and Schneider (2010), Buj, (2018), Ely et 
al. (2011), Hopkins et al. (2008) and Oesch (2018). 
As far as Africa-specific leadership development needs are concerned, participants 
identified learning how to manage developing economies (as opposed to developed 
economies), to understand African culture and Ubuntu-influenced leadership, to deal with 
male dominance, to strategise and innovate, and to care for employees as specific needs.  
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Participants also believed that, in the Lesotho context, it is necessary to start the 
development process of girls at an early age. Specific leadership skills such as 
communication, debating, negotiating and presentation skills were mentioned as 
essential to develop early on. Limiting cultural beliefs also need to be challenged.  
Financial sector-specific needs requiring attention were business administration courses 
(not finance) at tertiary levels, insurance-specific training, skills to offer structured finance 
products, and the ability to develop markets. 
5.5.4 Theme 4: Strategies to overcome barriers and challenges 
Participants provided many insights into how the barriers and challenges can be 
overcome. Their success strategies included building and displaying the requisite 
competencies, working hard and smart with passion, building support networks at the 
office and at home, stepping up to the plate, and educating society, husbands, children 
and family members about their role as leaders. Ntho et al. (2015) concur that there are 
still major barriers to overcome and advocate programmes that will change societal norms 
and teach women and girls about gender and development. Women need to be equipped 
with skills so that they have enough confidence to participate equally with their male 
counterparts (Ntho et al., 2015). 
5.5.4.1 Subtheme: Build and display competence 
Participants acknowledged the importance of being well qualified and believe having 
appropriate qualifications is a starting point for breaking the glass ceiling. Being well 
qualified, preferably with a postgraduate degree, was seen as a prerequisite for gaining 
entry to the C-suite. DuBrin (2012) found that, when organisations seek to recruit 
executive and entry-level talent, leadership competencies top the list, followed by 
industry-specific experience and functional/technical expertise. 
In addition, participants felt it was essential to build and display leadership competencies 
at work to be able to fulfil the duties required in an executive position. According to the 
leadership development literature, building and displaying competencies is essential 
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(Giles, 2016; Jantti & Greenhaigh, 2012; Kotter, 2013; Pollack, 2016; Ryan et al., 2012). 
Women-specific competencies are also highlighted by women leadership development 
scholars (Esser et al., 2018; Hoyt, 2010; Klenke, 2018; KPMG, 2015; Mogale, 2017; 
Zenger & Folkman, 2019). 
Participants believed appropriate basic qualifications, a thorough and broad business 
understanding (Bullough et al., 2015; DuBrin, 2012), technical/professional expertise 
(Clark, 2016; DuBrin, 2012; Pollack, 2016; Zenger & Folkman, 2019) and delivering 
quality work (Emmett & Wyatt 2011; Garvey & Lancaster, 2010; Poole, 2017; Ricketts & 
Ricketts; 2011) were the basic prerequisites for entering the leadership arena. Leadership 
skills (including visioning, inspiring, motivating, taking the initiative, teamwork, influencing 
others and managing diversity) (DBP, 2018; Hoyt, 2010; Klenke, 2018; Kotter, 2013; 
Shumway & Hurley, 2014; Wanashika et al., 2011), management skills (including a drive 
for results) (Eckert & Rweyongoza, 2015; Kotter, 2013; Shumway & Hurley, 2014; 
Wanashika et al., 2011), out-of-the-box, strategic, innovative thinking and perspective 
(Bullough et al., 2015; Eckert & Rweyongoza, 2015, Klenke, 2018; SHRM, 2008; 
Shumway & Hurley, 2015; Zenger & Folkman, 2019), having political savvy and 
connections (Jantti & Greenhaigh, 2012; Pollack, 2016), and a range of soft, 
people/relationship building skills (consisting of communication skills, emotional 
intelligence, conflict management) (Pollack, 2016; SHRM, 2008) and personal mastery 
(Hewitt, 2019; Moore & Diese, 2018; Zenger & Folkman, 2019). Finally, having confidence 
and executive presence (Bates, 2013; Buj, 2018; Carmona, 2017; Cunningham, 2018; 
Lipkin, 2019; Moore & Diese, 2018; Scheepers & Chengadu, 2018; Valentine, 2018) and 
behaving ethically and with integrity were all required behaviours expressed by 
participants (Hewitt, 2019; Hoyt, 2010; SHRM, 2008; Shumway & Hurley, 2015). 
Other competencies include the ability to lead networked corporations, feeling 
comfortable with the loss of organisational control, team and consensus building, 
willingness to make tough decisions and take risks, and responsible management 
(Klenke, 2018). Klenke (2018) further advocates for the development of leader reputation 
and accountability, and building cultural competence. Bullough et al. (2015) further add 
the ability to lead change, networking and negotiating and managing career transitions. 
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Ely et al. (2011) agree change leadership is a critical skill for women to have, as is 
everyday negotiation and managing career transitions. In addition, Hewitt (2019) 
suggests the ability to collaborate and think holistically, while Klenke (2018) feels strongly 
that resolving paradoxes is a critical competency for women leaders. 
Although balancing work-life was not identified as a skill that needed to be developed by 
participants, it was described as a challenge for which skills would be very useful 
(Bullough, 2015). 
5.5.4.2 Subtheme: Work hard/smart and with passion 
Nine out of the 17 participants mentioned that working hard and smart and with passion 
are necessary attributes for progression. Carmona (2017) found that hard work and 
passion are essential elements for career progression. Ezzedeen and Ritchey (2009) also 
agree that passion and a conscientious work ethic contribute to career advancement. 
Participants considered that loving one’s job and what one does and displaying 
commitment at work, were critical success factors. Schreuder and Coetzee (2016) 
describe passion at work as “career commitment” and suggest it is linked to career 
motivation. Commitment is also positively related to satisfaction levels at work, salary 
levels, effective performance and career success (Schreuder & Coetzee, 2016). 
Participants defined working smart as delivering quality work and displaying excellence 
in everything that is done, and considered these to be essential building blocks to 
success. They believed that hard work alone is not enough to guarantee success. Wahler 
(2014) agrees that passion and hard work alone will not give women the reward they 
deserve and provides suggestions as to what can be done in addition to hard work. 
Making a difference by improving efficiencies, saving costs, enhancing customer 
experiences or finding innovative ways to develop the organisation are ways in which 
women should contribute (Wahler, 2014). Women also need to think and solve problems 
in non-linear ways (Wahler, 2014). Ryan (2016) agrees, warning that working hard alone 
can lead to burnout, and suggesting women should display career determination, take 
responsibility for their own career and run their working life as a business. 
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Participants also considered the ability to delegate effectively as a critical skill required to 
work smartly. Alliance (2019) concurs that delegation is a critical step to achieving work-
life balance. 
Participants considered being a lifelong self-learner, with a thirst for knowledge 
acquisition and a love of learning and development, to be additional aspects of displaying 
passion and commitment. Ezzedeen and Ritchey (2009) agree that continuous learning 
and tenacity significantly contribute to success. 
5.5.4.3 Subtheme: Build a support network at work 
Participants found building a professional support network to be a useful strategy for 
progress. Methods of building these networks included finding and using mentors and 
coaches inside and outside the organisation. Participants also encouraged other women 
to fight against their internal, limiting beliefs by tapping into mentoring and coaching 
support systems. Women leaders should find mentors (Buj, 2018), sponsors (Carbajal, 
2018; Hewlett, 2013; Hewlett et al., 2010; Huang et al., 2019) and coaches (Ladegard & 
Gjerde, 2014), and should network continuously (Chiloane-Tsoka, 2010), as both human 
and social capital are critical for women’s career progression (O’Neil et al., 2015). 
Participants suggested classroom training should be supplemented by an in-house 
mentoring programme. Mentoring has been associated with promotions, improved work 
satisfaction and higher salaries, but it is no guarantee of success (Baumgarten & 
Schneider, 2010). Women leaders should make conscious decisions about mentors and, 
rather than wait to be assigned a mentor, reach out to successful colleagues and start 
building relationships (Baumgarten & Schneider, 2010). Women should also find mentors 
whom they can use as sounding boards (Buj, 2018). 
Although internal support networks within the organisation in which participants work were 
considered essential, these networks were not limited to the organisations but extended 
to external stokvel societies/investment clubs. In these societies, participants found other 
professional women who supported them in various ways. Buj (2018) confirms women 
leaders should build their networks inside and outside the organisation Buj (2018). This 
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will enable them to become aware of external career options if career progression 
opportunities arise. Networking increases the likelihood of promotion and progression and 
is a critical method of building social capital (Carbajal, 2018). 
Women tend not to be supportive of each other (also referred to as the queen bee 
syndrome) and women who choose not to support other women tend to be competitive 
(Baumgartner & Schneider, 2010; Chengadu & Makan-Lakha, 2017; Hewitt, 2019; 
Johnson & Mathur-Helm, 2013). Participants agreed that women, in general, do not 
support the development of other women. Participant 12 stated, “women are bitches and 
don’t stand together”. Therefore, it requires effort for women to build a professional 
network. However, there was a feeling that this needs to change and that women should 
support each other more. Moore and Diese (2018) encourage women to work on their 
networking skills and prioritise them as a means to facilitate their own growth and 
development. According to Hewlett and Rashid (2019), networking and relationship 
building are essential elements of strengthening engagement and commitment. They can 
help women develop ties, ensure they become visible, and provide organisational insights 
on how to achieve success (Hewlett & Rashid, 2019). 
Participants did not stress the importance of sponsors, although Hewlett (2013) says 
sponsoring is what is required to get to the top and Chengadu and Makan-Lakha (2017) 
call for more male sponsors in the workplace. 
5.5.4.4 Subtheme: Build a support system at home 
One of the many suggestions made by participants as to how to address the challenges 
relating to work-life balance was to ensure there is a strong and reliable support system 
at home. Baumgartner and Schneider (2010) confirm that establishing a good support 
system (family, friends and spouses) serves as a mechanism to manage work-life balance 
and is the key to successful career and family management. A good support system 
contributes positively to work-life balance (Ely & Carli, 2019). Hewlett and Rashid (2019) 
found that, in emerging markets, working mothers have access to affordable domestic 
help, and participants mentioned that domestic workers are affordable and a common 
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occurrence in Lesotho. Six of the 17 participants in this study mentioned the appreciation 
they felt for the assistance they received from their “nannies”. 
Family support systems (especially husbands and mothers) were also referred to as being 
particularly useful in instances where long hours need to be put in after hours and over 
weekends. Parents played an especially supportive role in looking after their 
grandchildren, especially during school holidays. Rendon (2016) lists husbands, 
grandparents and family members as useful support systems, and Hewlett and Rashid 
(2019) also found that many grandparents actively participate in taking care of children. 
Four participants lauded their husbands for supporting them by helping children with 
homework, cleaning, and general emotional support. However, this was the exception, 
not the rule. Klenke (2018) confirms that men are increasingly involving themselves in 
family duties, but also states that women still take on the bulk of the workload when it 
comes to domestic duties. In fact, Smith and Johnson (2020) found women do almost 
twice the amount of household and childcare duties as men. Thompson (2013), Reed 
(2016), Smith and Johnson (2020) and Stout-Rostron (2017) all concur that there is an 
unequal distribution of unpaid labour as far as domestic duties are concerned, and that 
women take on most of these duties. 
Educating partners and children about taking on and distributing domestic duties more 
evenly was suggested by participants as a mechanism to support women. Smith and 
Johnson (2020) suggest men need to become equal partners at home by doing their fair 
share of childminding and household chores. In so doing, fathers would become better 
role models to both boy and girl children (Smith & Johnson, 2020). 
5.5.4.5 Subtheme: Step up to the plate 
The challenge participants faced because they sometimes doubt themselves, lack 
confidence and hold themselves back was countered by encouraging themselves and 
other women to “step up to the plate”. What this implies is that women need to express 
their career aspirations clearly and, when positions become available, they need to apply 
without doubting their abilities. Buj (2018) states that women leaders need to plan their 
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careers, set career goals, be open about these ambitions with the organisation, and 
practice self-promotion, even if it is challenging to some. Given the cultural norm that 
women should be reserved and quiet and not “blow their own horn” (Participant 17), 
participants articulated their difficulties in putting themselves forward and expressing their 
ambitions. Participants shared their frustrations with being unable to be appropriately 
forceful, firm and assertive, realising that, thanks to cultural indoctrination, these habits 
are very hard to break. Participants admitted that they needed to stand up for themselves. 
This corroborates the findings of Buj (2018), who encourages women leaders to project 
confidence because, the more confident one appears, the more others will be convinced 
of one’s abilities. Women should believe in their own abilities, ask for what they want, 
negotiate better packages, and stand up for themselves and for what is right (Scheepers 
& Chengadu, 2018). In line with Moore and Diese (2018), participants encouraged other 
women to stop apologising, to take credit when it is due, to stop minimising their efforts, 
and not to be scared to fail. Participants also encouraged other women to fight against 
their internal, limiting beliefs by changing their own thoughts. 
5.5.4.6 Subtheme: Educate others 
In response to the work-life challenges and pressures caused by women’s taking 
responsibility for most household and childcare duties, participants suggested educating 
and involving a broader audience in supporting their efforts. Bassioni et al. (2016) 
advocate for the involvement of the entire family in women’s leadership development 
issues and believe that is the only way in which perceptions of African societies will start 
changing. Suggestions were made by participants that women leaders should educate 
family members and negotiate with them (especially in-laws, husbands and children) 
about how they can contribute to an even distribution of household duties, and what can 
be realistically achieved. Bassioni et al. (2016) agree that women and girls need the 
support of boys, men and extended families, and that communities need to be educated 
through workshops, lectures and seminars about the benefits of educating and 
empowering women. Individuals in dual-career partnerships should also clarify how they 
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define work-life balance and family well-being, express their needs clearly, and then 
agree with each other how this will be achieved (Powell, 2018). 
Participants voiced the need to teach girl children that they are capable of doing whatever 
they choose to do, as well as how to lead, and to teach boy children about gender equality 
and how to value the contribution of women. Conceição (2020) reasons that raising 
awareness of subtle discrimination, and encouraging women and girls to take on 
traditionally male-dominated positions are all additional approaches that could be taken 
to reach gender equality goals. Bassioni et al. (2016) propose that women at university 
should be supported and educated to achieve work-life balance and career progression. 
Ali (2020) adds that men need to receive training at work that will lead to their becoming 
better sponsors of women in the workplace. Gipson et al. (2017) encourage organisations 
to train both men and women at work about the types of networks and how to gain access 
to them. Levs (2015) urges men and women to work together to build real gender equity 
and encourages women to allow men to fulfil their part as caregivers at home. 
Scheepers et al. (2017) call for the development of policies and legislation at a macro 
level, and encourage governments to measure gender parity and to provide financial and 
human resources to monitor, evaluate and reward implementation and compliance 
(Scheepers et al., 2017). Ntho et al. (2015) believe broader society needs to be involved 
in bringing about gender equity in Lesotho. There is a dire need for programmes that will 
change societal norms and teach women and girls about gender and development (Ntho 
et al., 2015). 
5.5.5 Theme 5: Leadership development interventions for women in 
management in LFS 
The participants had benefitted greatly from a multitude of useful leadership development 
programmes, presented both in-house and externally to the organisation by leadership 
development providers, mostly from South Africa. Many leadership development scholars 
support the idea of using training and education as useful development mechanisms 
(Clerkin & Wilson, 2017; Hopkins et al., 2008; Kassotakis, 2017; Valerio, 2009). Some 
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participants developed themselves by attending leadership development courses at their 
church or attending Toastmasters courses. 
The findings revealed that organisations have done a lot to develop women in 
management, but there is still a lot that needs to happen to ensure gender equity. 
5.5.5.1 Subtheme: Valuable leadership development interventions already in 
place 
Although courses formed a large part of participants’ leadership interventions landscape, 
it was not only courses that provided their learning and development opportunities: 
Participants also mentioned mentoring, coaching, networking, external immersions and 
exposure, and on-the-job practical application opportunities as useful leadership 
development interventions. Training and education programmes, coaching, mentoring, 
networking and experiential learning are the methods of leadership development that 
align with what Hopkins et al. (2008) found to be strategic practices for leadership 
development for women. 
Career planning and assessments (360-degree feedback) were two additional methods 
participants did not mention in this research study but what Ely et al. (2011) and Hopkins 
et al. (2008) consider to be important. 
5.5.5.2 Subtheme: Leadership development methods 
Participants believed leadership should be developed amongst women in management 
by attendance at management and executive development courses (both internal and 
external to the organisation). Leadership development interventions specifically for 
women, initiated by the organisations in which they work and presented by internal 
facilitators and external service providers (often South African business schools and 
leadership development consultants) also proved to be valuable. Baker et al. (2020), 
Hopkins et al. (2008) and Moore, Vinnicombe and Anderson (2013) advocate for courses 
and interventions to be employed as development methods. Supporting classroom 
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training with a mentoring programme was mentioned as another practical approach to 
leadership development amongst women. 
Many scholars agree that mentoring is a useful development mechanism (Baker et al. 
2020; Baumgarten & Schneider, 2010; Buj, 2018; Ely et al., 2011; Hopkins et al., 2008; 
Oesch, 2018). Coaching was also mentioned as an effective development process (Ely 
et al., 2011; Kassotakis, 2017; Ladegard & Gjerde, 2014). 
However, being provided with opportunities to lead (especially on-the-job stretch 
assignments) in organisations, was identified as being the best way to learn how to lead 
(Buj, 2018; Chiloane-Tsoka, 2010; Eagly & Carli, 2019; Hewlett & Rashid, 2019). 
Participants also thought exposure and experiences (experiential learning) were further 
useful development mechanisms (Baker et al., 2020; Hewlett & Rashid, 2019; Hopkins et 
al., 2008). External, self-driven immersions in which participants reached out through their 
professional network or community for opportunities to practise their leadership skills 
were also considered valuable leadership development mechanisms. 
Participants mentioned stokvel-type societies as opportunities, not only to network but to 
put into practice their leadership skills. The stokvel-type investment clubs or societies 
participants mentioned are aligned with what Hewlett and Rashid (2019) suggest when 
they assert that women leaders should build communities outside the company for a 
broader support system that will help achieve business results. Baker et al. (2020), Buj 
(2018), Ely et al. (2011), Klenke (2018) and Hewlett and Rashid (2019) all agree that 
external development experiences and networking contribute significantly to leadership 
development. 
Participants found their formal education, especially MBAs and MBLs, to be highly 
beneficial development methods. Baker et al. (2020) and Moore et al. (2013) agree that 
formal education interventions are useful leadership development methods. 
In accordance with Hewlett and Rashid (2019), participants also called for international 
exposure as a method of development (Hewlett & Rashid, 2019). 
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Participant 1 suggested combining a number of these strategies to ensure optimal 
leadership development. Kassotakis (2017), too, advises the use of a variety of different 
approaches and blending these development mechanisms to get the most effective 
leadership development outcome. 
5.5.5.3 Subtheme: Leadership development providers, facilitators and mentors 
Participants shared details about the leadership development providers and facilitators 
they found valuable. Most providers originated from South African institutions. External 
providers included USB-Ed (University of Stellenbosch Executive Development), Hein 
Everts from Cape Town, South Africa, the University of Free State, South Africa, the 
University of Cape Town, South Africa and GIBS (Gordon Institute of Business Science), 
South Africa. Very few local women leadership development providers were mentioned, 
other than Mary Bosiu and Liekelely Mphutlane. PWC was also mentioned as a valuable 
provider. As far as mentors are concerned, participants mentioned bosses, both male and 
female, both liked and not liked, inspirational professors while studying, and fellow female 
colleagues, all of whom contributed to their development. External consultants, academic 
institutions, universities, colleges, business schools, consulting firms and professional 
service firms all form part of a variety of possible providers of leadership development 
programmes (Dalakoura, 2010; Kassotakis, 2017; Yarrish et al., 2010). 
Participants found they learnt leadership from watching ineffective leaders and choosing 
not to lead in such a way. Baker et al. (2020) found that watching other leaders (also 
ineffective leaders) has a meaningful impact on women’s leadership development. 
5.5.6 Theme 6: Organisations play an important role in developing women 
leaders 
Participants not only focused on their personal development (leader development) but 
also on the role of the organisation and how the organisation forms part of the leadership 
development process (leadership development). Participants shared that some 
organisations are very supportive and that much progress has already been made to 
provide equal opportunities for women, but also that some work is still required. 
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5.5.6.1 Subtheme: What organisations are doing to support and develop 
women in management in LFS 
Participants acknowledged the fact that organisations have generally worked hard to 
create gender equity, and many meaningful leadership development interventions for 
women have been put in place. Some organisations are better than others at providing 
opportunities for women to grow and develop as leaders. Participants acknowledged the 
presence of organisational policies specifically aimed at women, albeit not always 
practical. Although training and development opportunities presented and sponsored by 
their organisations contributed greatly to participants’ development and success, only one 
organisation presented a women-specific leadership development intervention. 
Participants reported that supplementary interventions provided by their organisations 
such as coaching and mentoring, exposure and networking opportunities were of great 
value. 
Additional methods not highlighted by participants are proposed in the literature and 
include formal sponsorships, career planning and counselling, succession planning, job 
rotation and flexible working arrangements as mechanisms organisations employ to 
advance women (DBP, 2018; NAFE, 2017; Oesch, 2018). To further support women in 
their careers, some organisations provide stress management reduction programmes, 
on-site vaccinations, fitness centres, and benefits and support for women showing signs 
of depression (NAFE, 2017). Best-practice organisations also conduct women leadership 
talent assessments, set targets for women leadership development, and measure 
women’s progress (DBP, 2018). 
Participants never explicitly mentioned the involvement of their CEOs or executives in the 
women leadership development process. However, NAFE (2019) found the involvement 
of the CEO of an organisation in the women’s development initiatives to be a critical factor 
in women’s progression. 
Participants in this study were appreciative of having been given equal opportunities in 
their organisations and experienced little overt discrimination at work. Participants felt 
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their organisations generally treated women with respect and that they had been given 
equal opportunities to succeed. 
5.5.6.2 Subtheme: What organisations can do more of to develop and support 
women in management in LFS 
Buj (2018) and Huang et al. (2019) call for organisations to treat gender equality as a 
strategic priority, to set targets and to hold executive teams accountable for results. More 
women need to be appointed at the entry-level as this would lead to more senior 
managers in the pipeline (Huang et al., 2019; Buj, 2018). Organisations need to work hard 
to create an inclusive and respectful culture (Buj, 2018). Organisations also need to raise 
awareness of the subtlety and complexity of gender discrimination and to address it on 
many levels (Conceição, 2020; Eagly & Carli, 2019; Ibarra et al., 2019). 
The findings indicate that participants wanted their organisations to ensure gender equity, 
especially in the area of remuneration. Payscale (2020) found many organisations are 
unaware of the pay differences based on gender, and recommend that organisations 
commit to pay-equity audits to determine the extent of the problem, and put in place action 
to eradicate the differences. 
Participants called for equal distribution of funds for development and further formal 
education. Baker et al. (2020) say organisations have a responsibility to provide women 
with leadership development theory and curricula by presenting in-house education 
programmes, hiring external leadership development consultants, or paying tuition fees 
for women leadership development. 
Apart from support and empowerment, participants called for flexible working 
arrangements to enable work-life balance (Chiloane-Tsoka, 2010). Eagly and Carli (2019) 
suggest organisations change their performance metrics to focus on outcomes rather 
than hours at work to enable women more flexibility. Bell (2013) claims that allowing 
employees flexible working arrangements has been found to triple the return on 
investment. Organisations should encourage women to return to work after having had 
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their children, and should provide options to work reduced hours and flexible workdays 
(Hewlett & Luce, 2019). 
Participants suggested organisational policies and practices need to be continually 
reviewed and improved to provide practical support to women. Huang et al. (2019) state 
that having the right policies in place can make a great impact. Policies and procedures 
are developed in organisations to create the perception of fairness and objectivity but, in 
practice, women still experience being marginalised and excluded from male networks 
(Klenke, 2018). Policies are no guarantee of closing the gender gap and need to be 
updated to meet the needs of women (Klenke, 2018). The ecological framework of Ntho 
et al. (2015) lists insufficient policies as one of the challenges faced by Basotho women. 
Organisations should also try to see men as equal caregivers and ensure policies are in 
place to support men who need to fulfil their role as childminders (Levs, 2015). 
Participants shared instances where, after being appointed, women leaders were left to 
sink or swim. Chiloane-Tsoka (2010) suggests that, to prevent such an occurrence, 
training interventions and support programmes need to be put in place to empower 
women and prepare them for managerial positions. Participants also urged organisations 
to involve them by giving them information and organisational context to allow them to 
perform their duties, and not to be left out in the dark. O’Neil et al. (2015) recommend that 
organisational systems and structures be put in place to stop undermining opportunities 
for women. 
Participants also suggested organisations should launch networking programmes to 
create opportunities to establish mentor-mentee relationships. Women should be given 
more opportunities to practice their leadership skills at work, be given more challenging 
assignments, and be placed in positions that require accountability (Chiloane-Tsoka, 
2010). Eagly and Carli (2019) and Hewlett and Rashid (2019) all agree that networks, 
mentorship programmes and challenging assignments should be established to facilitate 
the development of women. 
Eagly and Carli (2019) recommend that organisations should ensure they do not have a 
lone female member in a team but should obtain critical mass in executive positions. 
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Organisations should also put family-friendly HR practices in place, consider welcoming 
women back after maternity leave, and give women with children more time to get 
promoted (Eagly & Carli, 2019; Hewlett & Luce, 2019). Other ideas put forward by Eagly 
and Carli (2019) are that organisations should reward women who maintain a balanced 
work-life and appoint women who are different from the boys’ club. Hewlett and Luce 
(2019) add nurturing ambition and building old girls’ networks. Hewlett and Luce (2019) 
also suggest organisations should help women who leave the organisation to have 
children but still maintain connections that will enable them to re-enter the workplace 
without being marginalised. 
5.6 Women Leadership Development Frameworks 
Frameworks were developed to link conceptual elements from the findings and visualise 
how they all fit together (Merriam & Tisdell, 2016). Visualising how parts of the 
phenomenon fit together brought clarity to the analysis and enabled an understanding of 
the complexities involved in the phenomenon (Merriam & Tisdell, 2016). 
5.6.1 Framework 1: Role-players and Required Actions in Developing 
Leadership Amongst Women in Management in LFS. 
The findings enabled the researcher to develop the three-dimensional graph in Figure 5.3
  
Framework of Role-players and Required Actions in Developing Leadership Amongst 
Women in Management in LFS 
5.3, which illustrates what needs to be in place to facilitate the development of leadership 
amongst women in management in LFS. 
238 
Figure 5.3  
Framework of Role-players and Required Actions in Developing Leadership Amongst 
Women in Management in LFS 
 
Note. Researcher’s own work. 
The three-dimensional graphic in Figure 5.3  
Framework of Role-players and Required Actions in Developing Leadership Amongst 
Women in Management in LFS 
 operates on three planes. It first addresses what individuals themselves need to do to 
develop themselves (yellow); secondly, it shows what organisations need to do to 
contribute towards developing leadership amongst women in management (green); and 
thirdly, it explains the role of government, broader culture, industry and society (red). 
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5.6.1.1 Individual level 
On an individual level, participants believed they themselves needed to ensure they had 
clarity as to what their personal career goals are. This includes clarifying for themselves 
what they want to achieve from a personal and career perspective. Their career ambitions 
also need to be checked, communicated and reviewed from time to time to confirm their 
hopes and dreams. Once they have obtained clarity, these ambitions need to be stated 
clearly at work, and plans need to be developed to achieve these goals. These plans 
should identify which competencies need to be developed to ensure competency gaps 
are filled by acquiring the necessary skills, knowledge, attitudes and experience required 
to fill the desired position. A quest for learning that continues throughout one’s career, as 
well as working hard and smart and trying to do everything with passion, all contribute to 
career success. 
In order to overcome barriers, support systems need to be put in place at home. 
Negotiation and education need to take place, first with partners and children and next 
with families (including in-laws), to clarify roles and commitments and agree on what can 
realistically be achieved and where help is required. Support systems should also be 
established at work and should include finding coaches, mentors and sponsors. Networks 
inside and outside the workplace are additional mechanisms that will contribute to 
women’s support and development. A suggestion was made that women already in 
leadership positions should share their knowledge by coaching and mentoring other 
young female entrants, as well as young girls and boys, on the challenges, realities, needs 
and success strategies related to gender equality. 
5.6.1.2 Organisational level 
Although organisations are doing a lot to contribute to the development of leadership 
amongst women managers in LFS, there is still more that could be done to ensure women 
are developed and supported. Organisations can learn from one another as some 
organisations seem to be better at developing women leaders than others. Current 
leadership development programmes and women’s empowerment programmes are well 
received, seen as valuable, and should continue. However, participants felt that courses 
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alone were not enough. Women want to be given opportunities to lead, make mistakes 
and learn. They want to practise the skills they learnt during the courses they attended. 
They do not want to be given preferential treatment either: They just want to be given 
equal opportunities to men. Participants also asked to be involved in organisational 
decision-making and desired to be involved. Participants want to feel that they have the 
support of their line managers and are empowered to act when required to do so. 
Human resource processes, such as career and talent management strategies, should 
be put in place. These strategies need to be supported by coaching, mentorship and 
sponsorship programmes. Networking opportunities should also be provided. Gender 
equity should be visible in the salary structures of men and women, and women should 
be given the same opportunities to be developed as men. Policies should also be 
reviewed and adjusted frequently to ensure they are practical and supportive of women. 
Flexible working arrangements should be considered to help women manage work-life 
balance challenges. 
5.6.1.3 Societal level 
Industry, government and society at large should also contribute to the development of 
women leadership. In schools, boys and girls should be educated to better understand 
and appreciate gender equality. Mentorship programmes led by Basotho women leaders 
should be put into place for girls. At home, parents and family members should be 
encouraged to educate children and evenly distribute household duties amongst boys 
and girls. Husbands should be educated and coached to support women leaders, and 
household duties should be negotiated. The broader family should also be educated and 
informed of the role, duties and pressures on women to ensure women are supported in 
their endeavours to fill leadership positions. The support systems that are in place for the 
women leaders (domestic workers, grandmothers, husbands, extended family) should be 
acknowledged, appreciated and celebrated. The establishment of women leadership 
networks could be beneficial to enable support. Participants also mentioned the possibility 
that women in management in LFS could coach other women and become involved in 
financial education and curriculum development at tertiary education institutions. 
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5.6.2 Framework 2: The Road Map to Leadership Development of Women in 
Management in LFS 
A final framework was developed to present a summary of this research and to provide 
an answer to the overall research questions. Figure 5.4 extends Figure 5.3  
Framework of Role-players and Required Actions in Developing Leadership Amongst 
Women in Management in LFS 
, which listed the role-players and what needs to be done by each of the parties. 
Figure 5.4 presents The Road Map to Leadership Development of Women in 
Management in LFS and lists the role-players, barriers and challenges, the required 
actions, the suggested development methods, and the required leadership competencies. 
This satisfies the main research objective (To explore the leadership development 
requirements for women in management in LFS).  
The figure contains six rows, each listing a role-player (individuals, organisations, family 
members, broader society/government, women organisations/societies and leadership 
development service providers) linked to specific actions (what needs to be done) for 
each of the role-players. The red column between the role-players and the required 
actions indicates the barriers role-players need to overcome to develop leadership 
amongst women in management in LFS. The fourth column (blue section) contains the 
suggested methods of developing leadership; the yellow column represents the glass 
ceiling that needs to be broken to reach the end state of being an executive (the green 
column). The green column contains a list of the competency requirements for an 
executive position. 
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Figure 5.4  
The Road Map to Leadership Development of Women in Management in LFS 
 
Note. Researcher’s own work. 
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The patriarchal system and cultural role expectations, beliefs and practices continue to 
place barriers that hinder women’s progress, and still play an important role in how women 
view themselves and their leadership roles in organisations (Chwarae Teg, 2015; Ntho et 
al., 2015). Participants struggled with work-life balance, ageism, self-doubt, lack of 
confidence and so, at times, chose not to lead (Baumgartner & Schneider, 2010; Beiroth, 
2017; Chengadu & Makan-Lakha, 2017; Khattab & Rosette, 2017; Ntho et al., 2015; 
Obioha & T’soeunyane, 2012). Despite these challenges, participants found life exciting 
and felt passionate about their work (Sanfilippo, 2020). 
A number of actions are needed to facilitate the development of leadership amongst 
women in management in LFS. Women themselves need to be aware of their limiting 
beliefs and the subconscious pressures to adhere to cultural role expectations. They need 
to gain clarity about their career and life ambitions, communicate these unambiguously 
and then go ahead to fulfil their career and life goals. If they choose to go into executive 
positions, they need to ensure they are appropriately qualified, but they also need to build 
and display the competencies needed to be trusted in such positions (green banner). 
To enable women to balance work and home responsibilities, a good support system is 
required at home. Family members need to be educated to understand the pressures and 
challenges women in management face and how they contribute to them. Domestic duties 
need to be more evenly distributed by negotiating and contracting with husbands, children 
and family members to help with work-life balance and to smooth the road to career and 
life success. 
Strong support networks at work and external to the work environment also need to be 
put in place. Finding coaches, mentors and sponsors, displaying excellence and passion 
at work by working hard and smart (delegating effectively) are additional recipes to 
success. Playing politics at work and being well connected also contribute to success. 
Organisations need to continue their support and development of women by sourcing and 
providing relevant and reputable leadership development courses. Organisations should 
provide development budgets and ensure gender equity in terms of opportunities to lead, 
budgets for development, and remuneration. External immersion and international 
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exposure should be encouraged, and on-the-job stretch assignment opportunities should 
be provided. Flexible and practical policies should also be put in place to support working 
women. Women’s empowerment interventions should be embarked upon in which men 
are educated at work about gender issues, and line managers should be encouraged to 
support, develop and sponsor women to reach executive management positions. 
Government and broader society are important role-players in helping women develop 
their leadership skills and succeed in management. Society can be made aware of the 
pressures and challenges women in management face and how they could be supported. 
At schools, both boy and girl children should be educated about gender equality. 
Mentorship programmes can be established for girls, young women and entry-level 
managers. 
Women’s organisations or networks/societies/forums should be established to create 
mechanisms by which women support each other and become mentors, coaches and 
sponsors to other women and young girls. 
Leadership development service providers (e.g. universities, independent consultants) 
should design, develop, market and present locally relevant courses that are supported 
by ongoing mentorship and coaching programmes. Establishing local leadership 
development service providers could be beneficial in Lesotho. 
Leadership development methods should include company-sponsored executive and 
management development courses, formal education (including MBA/MBL), ongoing 
coaching, mentoring, sponsoring, self-paid external development opportunities, self-
driven immersions, external business networks, and support networking, international 
exposure, on-the-job stretch assignments, and lifelong self-learning. 
The end state competency requirements for executive positions identified by participants 
included having appropriate basic qualifications, a broad business/organisational 
understanding (not having a strictly operational/functional silo mentality), being 
technically/professionally competent, delivering quality work, displaying a combination of 
technical and leadership skills. 
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Leadership skills should include diversity management, influencing, inspiring, motivating, 
taking the initiative, teamwork and visioning (DBP, 2018; Hoyt, 2010; Klenke, 2018; 
Kotter, 2013; Shumway & Hurley, 2014; Wanashika et al., 2011). Having the necessary 
management skills (including driving for results) is essential. Being a strategic/innovative 
thinker with the ability to implement such strategies was identified as a critical 
competency. It is an advantage to be politically connected and understand how to play 
the political game as political savvy is always useful for women in management to ensure 
progression (Watkins & Smith, 2014). Being effective communicators with a strong ability 
to present arguments succinctly is also required. Displaying emotional intelligence (EQ), 
knowing how to manage conflict, mastering themselves, having executive presence and 
presenting themselves with confidence were all identified by participants as 
indispensable. Because these women operate in the financial sector, they need to be 
ethical and display integrity. 
5.7 Chapter Summary 
In order to make sense of the data presented in Chapter 4, a process of consolidation, 
reduction and interpretation of the data was embarked upon (Merriam & Tisdell, 2016). 
Relational diagramming and integrative diagramming were used to gain insights into the 
data. Situational analysis research was used to create a situational ordered map. The six 
themes with their subthemes were used as the structure for discussing the findings and 
connecting them with the extant literature. In the discussion, it was found that most of the 
findings of this study were confirmed by existing scholarly works, albeit international not 
Lesotho specific. The fact that experiences of participants in the Lesotho context are 
aligned to experiences in other contexts, contributes to the body of knowledge. A three-
dimensional framework presented the different role-players in the leadership 
development process and suggested actions to develop leadership amongst women in 
LFS. The chapter concludes with The Road Map to Leadership Development of Women 
in Management in LFS integrating the findings in Figure 5.4.  
In the following chapter, conclusions are drawn, research questions are answered, and 
recommendations are made.  
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CHAPTER 6   
RECOMMENDATIONS AND CONCLUSION 
6.1 Introduction 
The objective of this study was to explore the requirements for developing leadership 
amongst women in management in Lesotho’s financial sector (LFS). The sub-research 
objectives were (RO1) to explore the barriers, challenges and needs of women in 
management in LFS, (RO2) to understand and reflect on how women currently in 
leadership positions in LFS progressed through the ranks, (RO3) to understand and 
report on leadership development interventions currently in place for women in 
management in LFS, and (RO4) to develop a leadership development framework for 
women in management in LFS. 
This chapter summarises the study by explaining how it answers the research questions. 
The chapter ends with recommendations and future research areas. 
6.2 Answering of the Research Questions 
The main research question of this study was: What is required to develop leadership 
amongst women in management in LFS? This question was answered by the 
development of a leadership development framework for women in management in LFS 
called The Road Map to Leadership Development of Women in Management in LFS, 
which is presented in Chapter 5 as Figure 5.4. 
The findings show that different role-players need to contribute to the development of 
women in management in LFS. These role-players include the individuals themselves, 
the organisations that employ the women, their family members, broader society and 
government, women’s organisations and leadership development service providers. A 
concerted effort is required from all role-players to play their part in moving forward to 
accomplish the goal of building leadership capacity amongst women in management in 
LFS. 
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Findings show further that life for women in management in LFS is both challenging and 
exciting, and that there are barriers, challenges and needs that could prevent them from 
progressing. These barriers, challenges and needs are addressed in the response below 
to Sub-Research Question 1. 
6.2.1 Sub-Research Question 1: What are the barriers, challenges and needs of 
women in management in LFS? 
Participants identified culture beliefs, expectations and practices as a barrier to their 
development and progression (Chengadu & Makan-Lakha, 2017; Chiloane-Tsoka, 2010; 
Ntho et al., 2015; UNDP, 2017). Since men are considered to be “the head of everything” 
(Participant 14) and, in Basotho culture, it is still predominantly a “man’s world” 
(Participant 6), it is clear that patriarchy is evident (Chengadu & Makan-Lakha, 2017; 
Chiloane-Tsoka, 2010; Chwarae Teg, 2015; Dorfman et al., 2012; Ntho et al., 2015). 
Patriarchy manifests through male dominance in the workplace (Chengadu & Makan-
Lakha, 2017; Moore & Diese, 2018; UNDP, 2017; Zihkali & Smit, 2019), the existence of 
boys’ clubs (Baumgartner & Schneider, 2010; Padayachee, 2013; Perrault, 2015) and the 
fact that men generally have an easier life. 
The cultural role expectations placed on participants also tend to create barriers at times 
(Maseko, 2013; Zikhali & Smit, 2019). Participant 4 described it eloquently, when she 
said, “It is a cultural thing because, generally, we would have to be calm, demure, not too 
aggressive or too that or too this, and subservient”. Women are expected to be primarily 
perfect caretakers, housekeepers, and childminders, above being career women (Inandi, 
2009). Many men subscribe to this traditional role expectation, and men generally deliver 
little support in terms of domestic duties, which leads to work-life pressure being 
experienced by their wives (Valk & Srinivasan, 2011). Four participants (7, 11, 14, 17) 
receive some support from their husbands, for which they are very grateful. 
Although some participants said they love their jobs and find their lives as women in 
management in LFS exciting, they also mentioned additional challenges. Achieving work-
life balance was a recurring theme in this research (Cho et al., 2015; Delina & Raya, 2013; 
Eagly & Carli, 2019; Reddy, 2015; Sandberg, 2013; Valk & Srinivasan, 2011). 
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Participants considered ageism to be more pronounced at work than sexism which made 
it difficult for older subordinates to accept correction from them (Beiroth, 2017; Obioha & 
T’soeunyane, 2012). 
Participants also acknowledged their own limiting thoughts and beliefs to be the reason 
why they sometimes doubted themselves and lacked confidence (Carmona, 2017; Ntho 
et al., 2015) and, as a result, decided to hold back and not accept leadership positions 
(Zikhali & Smit, 2019). 
Participants identified specific competencies they believed they required, as well as 
expressing what they thought organisations could do more of to help and support them. 
Competencies they thought they required include EQ, strategic thinking and innovation 
skills (Zenger & Folkman, 2019), confidence (“confidence is [a] huge issue” – Participant 
5) (Kay & Shipman, 2014), gender equality, and receiving support from mentors and 
coaches (Hewlett et al., 2010; Huang et al., 2019). 
Although participants felt that their organisations treat women with respect and admitted 
that they had been given equal opportunities to succeed, participants also believed still 
more effort is required. Participants wanted organisations to ensure gender equity by 
providing equal leadership development and practice opportunities (Chiloane-Tsoka, 
2010; Eagly & Carli, 2019; Hewlett & Rashid, 2019). Participants called for inclusion in 
information-sharing and decision-making, and they seek ongoing support and being 
empowered to perform their duties. Coaching, mentoring and networking (both internal 
and external to the organisation), as well as sponsorship programmes, should be put in 
place to facilitate the growth and development of women (Baker et al. 2020; Baumgarten 
& Schneider, 2010; Buj, 2018; Ely et al., 2011; Hopkins et al., 2008; Kassotakis, 2017; 
Oesch, 2018). Practical policies and procedures should be put in place to support working 
women, and policies should be regularly reviewed to check whether they are still relevant 
and suit women’s needs (Huang et al., 2019; Klenke, 2018). Work hours and practices 
should be flexible, and organisations should focus on outcomes not on hours spent at 
work (Chiloane-Tsoka, 2010; Eagly & Carli, 2019). Participants also demanded gender 
equity in remuneration and development funds (Eagly & Carli, 2019). 
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6.2.2 Sub-Research Question 2: How did women who are currently in leadership 
positions in LFS progress through the ranks? 
Participants shared many anecdotes about how they overcame barriers and challenges, 
how they progressed through the ranks and how they broke through the glass ceiling. 
Findings indicate that the leadership competencies they built and displayed contributed 
to their career success. Participants also provided ideas about ways in which these 
competencies should be developed to ensure success. These include management and 
executive development courses (both internal and external to the organisation) (Baker et 
al., 2020; Hopkins et al., 2008; Moore et al., 2013), mentorship programmes (Baker et al., 
2020; Baumgarten & Schneider, 2010; Buj, 2018; Ely et al., 2011; Hopkins et al., 2008; 
Oesch, 2018), coaching (Ely et al., 2011; Kassotakis, 2017; Ladegard & Gjerde, 2014), 
grasping opportunities to lead (especially in on-the-job stretch assignments), (Buj, 2018; 
Chiloane-Tsoka, 2010; Eagly & Carli, 2019; Hewlett & Rashid, 2019), exposure and 
experiences (experiential learning), self-driven immersions/external business networks 
(Hewlett & Rashid, 2019), self-paid external development opportunities, e.g., from church 
(John Maxwell), Toastmasters and networking, formal education (undergraduate and 
postgraduate studies, including MBA/MBL) (Baker et al., 2020; Moore et al., 2013), 
international exposure (Hewlett & Rashid, 2019). A combination of these methods proved 
to be most effective (Kassotakis, 2017; Hopkins et al., 2008). Participants also identified 
their managers (past and present), liked and disliked, male and female, effective and 
ineffective as learning sources (Baker et al., 2020). 
Other success strategies include working hard and smart with passion (Carmona, 2017), 
showing commitment (Schreuder & Coetzee, 2016) and excellence in everything one 
does (Emmett & Wyatt 2011; Ezzedeen & Ritchey, 2009; Garvey & Lancaster, 2010; 
Poole, 2017; Ricketts & Ricketts; 2011), delegating effectively (Alliance, 2019) and being 
a lifelong self-learner (Ezzedeen & Ritchey; 2009). Findings testify that building support 
networks at home (Baumgartner & Schneider, 2010) and at work (O’Neil et al., 2015) is 
necessary for success. At work, professional support networks are established (Moore & 
Diese, 2018), leading to finding and using the right mentors (Baumgarten & Schneider, 
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2010; Buj, 2018) and coaches (Ladegard & Gjerde, 2014), both inside and outside the 
organisation. 
At home, participants shared the value of the support they receive from domestic workers 
(Hewlett & Rashid, 2019) and family members (especially parents, grandparents and 
husbands) (Baumgartner & Schneider, 2010; Hewlett & Rashid, 2019; Rendon, 2016). 
Some husbands participate in domestic duties, but that is the exception and not the rule 
(Klenke, 2018). Participants encourage other women to step up to the plate in defiance 
of their feelings of self-doubt and lack of confidence (Buj, 2018). Stepping up to the plate 
involves being clear about one’s career aspirations and applying for positions when they 
become available (Buj, 2018). Participants asserted that women should stop apologising 
and not allow limiting beliefs to hold them back (Moore & Diese, 2018; Scheepers & 
Chengadu, 2017). The last success strategy provided by participants included involving 
a wide range of other stakeholders, such as husbands, children and family members 
(including in-laws) and educating them about how to support women in leadership 
positions at work. There was also a suggestion that women in leadership should negotiate 
with family members as to what can realistically be achieved by a wider distribution of 
household duties (Bassioni et al., 2016). Another proposal from participants to facilitate 
the development of women leadership was that they should teach children at home and 
at school, men at work and, generally, a wider societal audience about gender roles, 
limiting beliefs and stereotypes, and the need for equity (Bassioni et al., 2016; Ntho et al., 
2015). 
6.2.3 Sub-Research Question 3: What are the leadership development 
interventions currently in place for women in management in LFS? 
Participants attended many valuable leadership development interventions throughout 
their careers. Some interventions they chose themselves, while others were sponsored 
by their organisations and attended either in-house or soutside the organisations. Some 
courses were designed by their organisations, while others were designed by universities, 
business schools, colleges or professional leadership development consultants 
(Dalakoura, 2010; Kassotakis, 2017; Yarrish et al., 2010). Although training and 
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development opportunities presented and sponsored by their organisations contributed 
greatly to participants’ development and success, the findings identified only one 
organisation that was offering a women-specific leadership development intervention. 
Most interventions were gender-neutral in nature, and very few local formal women 
leadership development providers were identified by participants: Most providers 
originated from South Africa. Participants felt their undergraduate and graduate studies 
also developed their leadership capabilities, in particular the master’s in business 
administration (MBA) or the master’s in business leadership (MBL) programmes. 
6.2.4 Sub-Research Question 4: What constitutes a leadership development 
framework suitable for women in management in LFS? 
Extant literature was used to develop the theoretical Women Leadership Development 
Framework (WLDF) that is presented in Chapter 2 (Figure 2.10 and Figure 2.1). The 
theoretical WLDF developed in Chapter 2 and the framework in Figure 5.3  
Framework of Role-players and Required Actions in Developing Leadership Amongst 
Women in Management in LFS 
 augmented the findings and resulted in the final framework contained in Figure 5.4. It 
contains the strategies for what needs to be done, by whom to develop leadership 
amongst women in management in LFS. It also elaborates on the methods of developing 
leadership and the required competencies. 
6.3 Recommendations 
The findings from this study elicited many ideas on how women in management in LFS 
could be developed. Recommendations are made for individuals, organisations, family 
members, broader society/government, women organisations and leadership 
development service providers and are elaborated on in the following subsections. 
6.3.1 Individuals 
It is recommended women become aware of the limiting cultural beliefs and expectations 
placed upon them, and that they challenge the effect these beliefs have on their 
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confidence and ability to pursue their career ambitions (Moore & Diese, 2018; Scheepers 
& Chengadu, 2017). Once career and life goals are determined, these need to be clearly 
communicated to their family members, line managers and human resource managers. 
To prepare themselves for executive positions, women need to build and display the 
necessary competencies. They need to establish good support systems at home with 
their spouses, children and family members, who need to be educated about the 
challenges faced by women in management (Baumgartner and Schneider, 2010; Ely & 
Carli, 2019; Rendon, 2016). Domestic responsibilities need to be shared through 
negotiations and contracts. At work, women need to find and use coaches, mentors, 
sponsors and networks (Buj, 2018; Carbajal, 2018; Hewlett, 2013; Ladegard & Gjerde, 
2014, Chiloane-Tsoka, 2010). Displaying political savvy and staying well connected are 
also recommended (Jantti & Greenhaigh, 2012; Pollack, 2016). 
6.3.2 Organisations 
It is recommended that organisations make gender equality a strategic priority and 
intensify their support and development of women by sourcing and providing relevant and 
reputable leadership development courses and empowerment programmes (Buj, 2018; 
Huang et al., 2019). Organisations should ensure there is gender equity in development 
budgets, opportunities to lead and remuneration funds (Eagly & Carli, 2019). External 
immersions and international exposure should be encouraged, and on-the-job stretch 
assignment opportunities should be provided. Flexible and practical policies should also 
be put in place to support working women (Bell, 2013; Chiloane-Tsoka, 2010; Hewlett & 
Luce, 2019). Men at work should be educated on gender issues, and line managers 
should be encouraged to support, develop and sponsor women to reach executive 
management positions (Ali, 2020). 
6.3.3 Broader Society/Government 
Broader society and government also have a role to play in the development of leadership 
amongst women in management in LFS (Ntho et al., 2015; Scheepers et al., 2017). 
Broader society should be made aware of the importance of gender equality, and the 
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cultural pressures, challenges and expectations being placed on women in management. 
There should be an understanding of the impact of these limiting beliefs and expectations, 
and society should be open to change and consider how women can be better supported 
(Ntho et al., 2015). At schools, both boys and girls should be educated about gender 
equality (Bassioni et al., 2016). 
6.3.4 Women’s Network Organisations 
As a result of the feedback session to participants, held in Maseru in November 2019, a 
forum was created for women in management in LFS, headed by one of the participants. 
The objective of this forum is to provide a support and network system for women in 
management in LFS. It is suggested that women attending this forum involve themselves 
in coaching and mentoring girl children at schools and young women at tertiary education 
institutions. It is further recommended that more Basotho women’s organisations and 
societies be established to create women’s support networks/societies/forums in which 
women support other women and become mentors, coaches and sponsors to other 
women and young girls. 
6.3.5 Leadership Development Service Providers 
Leadership development service providers (e.g., universities, independent consultants) 
should design, develop, market and present locally relevant courses that are supported 
by ongoing mentorship and coaching programmes. It is recommended that local 
leadership development service providers be established. 
6.4 Research Contribution 
At the commencement of this study, a problem was identified that there is little research 
concerning women in management in Africa, and specifically in Lesotho. This research 
addressed the problem by contributing to the body of knowledge on the subject. The 
theoretical and practical contributions of this research are enlarged on in the following 
subsections. 
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6.4.1 Theoretical Contributions 
The original contribution of this research is, first, the conceptual Women Leadership 
Development Framework (WLDF); secondly, the development of the Leadership 
Competency Development Triangle (LCDT) discussed in Chapter 2, which is based on 
the extant literature reviewed; and thirdly, a final integrated framework, The Road Map to 
Leadership Development of Women in Management in LFS, is presented as Figure 5.4, 
after analysing the primary data obtained via the semi-structured interviews. This road 
map to leadership development provides guidelines on the different role-players in the 
process of developing women leadership, the actions required to be put in place to 
progress women in leadership in LFS, the methods of developing leadership amongst 
women in LFS, and the associated competencies needed by women in LFS. 
6.4.2 Practical Contributions 
The theoretical framework in Chapter 2 (Figure 2.10 and Figure 2.1) can be used to guide 
women leaders who want to overcome barriers, progress their careers, develop their 
leadership competencies, find ways in which leadership can be developed and become 
aware of leadership development providers. Organisations can also use this theoretical 
framework to guide their women leadership development agendas. 
In the Lesotho context, this study provided insights as to the challenges and barriers 
women in management in LFS face, their needs as leaders, and how they have managed 
to progress through the ranks in LFS. This knowledge could assist and encourage women 
in LFS, and others who are currently entering their careers or battling to progress their 
careers, to learn from this study how 17 women in LFS broke the glass ceiling. 
This research could assist organisations in LFS to build their women executive leadership 
capacity. Gaining an understanding of the challenges, barriers and needs of women in 
management in LFS highlighted in this research can help organisations design and roll 
out women-development and gender-equity programmes to develop women leadership 
and address issues related to gender stereotypes and general gender inequality. It is 
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hoped that, by building women leadership in the financial sector, financial support for 
women in general in LFS could also be improved. 
The leadership development needs identified in this research could be used by 
universities, colleges, business schools and leadership development providers to develop 
curricula and package their development programmes to fulfil specific requirements. 
Leadership development learning solutions could then be based on thorough research. 
Global organisations who want to support and develop their women managers in African 
businesses optimally could find the findings in this research useful to gain insights 
regarding women managers in Lesotho. Development programmes could then be 
adjusted to fulfil their needs. 
It is hoped that this research could further help women in the rest of Africa to identify with 
and understand the barriers and challenges they could potentially be facing as they enter 
managerial positions. It can also inspire and assist them as they aim to progress through 
the ranks and strive to reach the upper echelons of their organisations. 
If women in LFS themselves apply the success strategies in this study and learn from 
women who have succeeded in LFS organisations and if organisations in LFS, broader 
society/government, women’s organisations and leadership development providers 
implement the recommendations suggested in this research, it is believed that this 
research could contribute in a small way to helping Lesotho achieve its SADC Gender 
and Development goal. It is also hoped that these small steps towards change will, in 
turn, contribute to building women leadership across Africa as a whole. 
6.5 Limitations  
Creswell & Creswell (2018) encourage researchers to clarify potential biases and declare 
limitations openly and honestly by creating an open narrative through reflexivity. The 
researcher practised reflexivity throughout the study and details of the open narrative are 
contained in Chapter 7. The limitations in this study are as follows:  
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6.5.1 Researcher Bias 
Although the researcher was very aware of the fact that she came into the study with her 
own preconceived ideas and paradigms, she attempted to address these biases through 
regular reflexivity, she became aware during the data analysis phase that she lacked a 
deep understanding of the Basotho culture. She missed opportunities during the interview 
process to probe deeper into cultural issues related to the challenges and barriers 
experienced by women in management in LFS. The researcher being a White, baby 
boomer from South Africa, neglected to ask probing questions related to ways in which 
Basotho women wield power and authority based on their family status, birth order, age 
or having children. Suggestions as to how this could have been addressed are made in 
Areas of Future Research.  
6.5.2 Sampling Criteria Limitations  
This study only interviewed 17 women and focused only on the financial sector of Lesotho. 
There was no attempt to probe deeper into the difference between women at different 
management levels in different sectors, the generation participants belonged to, or 
whether participants had work experience from abroad. It is acknowledged that these 
issues could have had an impact on the perceptions and experiences of participants.  
6.5.3 Lack of Organisational Focus 
 As the focus of this study was on leadership development for women in management, 
an organisational perspective was not taken into consideration. Leadership development 
frameworks of organisations to which participants belonged to were not investigated, nor 
the particular leadership development strategies these organisations follow.  
6.5.4 Lack of Focus on Gender-specific and Lesotho-specific Programmes 
This research did not investigate if gender specific development programmes were 
preferable, necessary or essential for the development of leadership amongst women in 
LFS. No in-depth research was conducted to try and find local (Lesotho-based) leadership 
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development providers and only the input from participants was used to draw the 
conclusion that very few local service providers exist. 
6.6 Areas of Future Research 
Many useful insights emerged from the situational analysis performed in Chapter 5. 
Clarke’s (2018) methodology highlighted silent actors, such as the line managers, other 
male executives, spouses and family members, whose voices were not heard in this 
study. These silent actors could be interviewed in future research to elicit their views as 
to how they believe women in management could be better developed and supported. 
Other contributors, such as human resource managers, executives and CEOs, could also 
be targeted as potential interviewees. 
It is recommended that similar studies be conducted in other sectors, and perhaps in 
other SSA countries, focusing on the challenges, barriers and needs in different sectors 
and at different management levels. It would also be beneficial if the theoretical framework 
developed in Chapter 2 and the final framework (The Road Map to Leadership 
Development of Women in Management in LFS) could be empirically tested in LFS and 
in other African business contexts. 
More in-depth research could be conducted to determine whether there are any local 
Lesotho-based leadership development providers. Similar research could be conducted 
from an organisational development perspective, working with human resource 
departments and leadership development experts to find ways of developing women 
leaders. To address the research bias described in 6.5.1 it is recommended that future 
researchers consider engaging with experts on the topic of Basotho culture before 
entering the field. Alternatively, a researcher with knowledge regarding Basotho culture 
could explore deeper cultural nuances and intricacies, investigating ways in which 
Basotho women obtain power and authority in their culture and community. 
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6.7 Conclusion 
The findings of this study illustrated that a lot has been done to empower women in 
management to progress and lead, but there is still a steep road ahead. Six themes 
emerged from the data: (a) cultural beliefs, expectations and practices are barriers to 
women in management in LFS, (b) life as a woman in LFS is both challenging and 
exciting, (c) leadership development needs of women in management in LFS, (d) 
strategies to overcome barriers and challenges, (e) leadership development interventions 
for women in management in LFS, and (f) organisations play an important role in 
developing women leaders. 
This verbatim quotation from Participant 15 sums up this study. 
We do not have many woman leaders in this country; I am not sure why. It is most 
probably the society and cultural issue, but I am really not sure. Woman in Lesotho 
need to be trained to step into the leadership role. Sometimes, as a woman, I think 
we need to trust ourselves and we need to be brave enough. 
It is sincerely hoped that this study will provide Participant 15 and other women in 
management in LFS the necessary insights as to why there are not many women leaders 
in the beautiful country of Lesotho. It is also hoped that this study will provide future 
development opportunities to enable women to step into leadership roles. In the final 
instance, it is up to the women themselves to trust themselves and be brave enough! 
The epilogue to this study contains an account of the research journey, with some 
reflexive notes taken by the researcher, declaring the biases and positioning herself as a 
researcher. Experiences and lessons learnt during the research journey are shared 
through storytelling and the use of metaphors and photographs.  
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CHAPTER 7   
MY RESEARCH JOURNEY 
7.1 Introduction 
As a qualitative researcher, it is important to note that the researcher can never be 
separated from the research study (Creswell & Poth, 2018). To be “ethically and politically 
self-aware”, regular reflexive notes were made during this research study (Pelias, 2011, 
p. 662). These notes took the form of diary entries into Microsoft Outlook, jottings in 
hardcover counter books and pieces of paper, voice notes on a smartphone, and even 
an airsickness bag on an aeroplane! Ending this study with an epilogue in which these 
reflexive notes are summarised was the chosen method of revealing the biases, values 
and experiences of the researcher during this study (Creswell & Poth, 2018). 
I call this chapter, My Research Journey, as it truly was a journey, and so much learning 
and reflection happened while travelling. This journey started back in 2017 but took on a 
new life after the first interviews were conducted in Lesotho. It was completed by travelling 
on rocky roads, experiencing deep ravines, many bumps, and often losing my way, as 
the analysis and writing up processes progressed. Two metaphors, the mokorotlo and a 
tapestry, are used to set the scene. Next, The Role of the Researcher follows, with the 
identification of the frames that appear in this study. In the section, My Winding Way I 
share reflections related to some of the themes uncovered in this study.  
7.2 Setting the Scene 
Following Merriam and Tisdell’s (2016) suggestion, this chapter starts with me “playing” 
with a metaphor in which I ask myself what it reminds me of. Figure 7.1 is a photograph 
of a keyring I bought during my first visit to Lesotho. This became the first metaphor I 
chose to use as a reflexive tool. 
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Figure 7.1  
A Mokorotlo Key Ring Bought in Lesotho to Illustrate the Shape of the Hat 
 
Note. Researcher’s own photograph 
The backdrop to this study is the breathtakingly beautiful mountain kingdom of Lesotho. 
As one enters Maseru, the capital, one is greeted by a large building in the shape of a 
Basotho hat, called a mokorotlo. The mokorotlo is made of straw and is a symbol of 
Lesotho’s heritage: As legend has it, in days gone by, the king would take off his hat when 
it was time to present a verdict in a dispute. The shape of the hat is said to be from a 
similarly shaped mountain close to Thaba Bosiu, the original stronghold of the founding 
king (King Moeshoeshoe). With the traditional Basotho blanket, it forms the country’s 
traditional clothing. As one drives along the bustling main road of Maseru, one can 
occasionally see an elderly Basotho man in his traditional garb, with a knobkierie (walking 
stick) in hand. 
In stark contrast to this traditional picture, I was bowled over by the 17 brilliant, ambitious, 
strong, hardworking women I interviewed. They were all open-minded and dynamic, with 
strong opinions, knowing exactly what they want, and believing they have a contribution 
to make. They shared their challenges, but they brought solutions to addressing the 
existing challenges and provided strategies for reaching the highest echelons of 
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management. I will forever be in their debt and am proud to present their voices here: I 
take my hat off to them! 
The mokorotlo became a metaphor for what was interpreted as a central theme during 
this study. Although it is only worn by men, it became a symbol for the underlying tension 
between the cultural roots and expectations versus the ambitions and drive of the 
powerful women in leadership positions who formed part of this study. On the one hand, 
participants indicated huge respect for and pride in their background and cultural heritage; 
on the other hand, they felt the cultural expectations and realities (such as “it’s a man’s 
world”) were hindering them in their quests to reach the top echelons of management. 
The participants also acknowledged that it was their own beliefs and cultural programming 
that created barriers in their minds. It was almost as if they were wearing the mokorotlo 
as a crown, firmly fixed on their heads. 
Fortunately, the mokorotlo is made of straw. It is thus relatively light and easy to remove. 
What these women also presented was a map for navigating the implications of the 
mokorotlo. They encouraged themselves and other women to manage and negotiate the 
tensions. 
7.3 Conducting Research is Like Completing a Tapestry 
Another metaphor I found useful, and often referred to in my reflexive notes during this 
research process, was that of embroidering a tapestry. It often felt to me as though I was 
working on one part of the picture (the tapestry), then had to leave that section to 
concentrate on another. Sometimes, when one embroiders, one selects one colour and 
finishes the sections of the picture that require that specific colour. That is how I felt while 
tackling this mammoth task. It also required sometimes unpicking sections that did not 
add to the overall picture or that were not done correctly, or adding new elements that 
were required to complete the picture. The Basotho tapestry in Figure 7.2 was a symbol 
and served as a reminder of what I was aiming to achieve: a complete picture of how to 
develop leadership amongst women in management in LFS. 
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Figure 7.2  
Tapestry of Rural Life in Lesotho 
 
Note. Researcher’s own photograph 
7.4 The Role of the Researcher 
As a qualitative researcher, it is important for me to position myself in my writings and 
make my position explicit (Creswell & Poth, 2018). This will now be done by explaining 
my background, experiences and preferences. 
In my undergraduate studies, I did a science degree, majoring in Mathematical Statistics, 
and I practised as a statistician for six years. That means I am truly grounded in the 
quantitative world. When I decided to embark on this qualitative journey, it was as though 
I was transported to a totally different planet. Everything was so radically different in this 
new world. I realised early on in the process that there was no objective reality because 
I, as the researcher, was an active participant in the study. As a scientist, one is always 
told to be the silent observer trusting the numbers to tell the story. In qualitative research, 
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I soon found out that is not the case. The research philosophy in itself was another eye-
opener. Never had I experienced such abstractions and here, too, it was as though I 
needed to learn to speak a completely new language. 
I learnt that, before data could be collected or analysed, the researcher’s own position in 
the research process needed to be considered because her own position can affect the 
way data is analysed (Schutt, 2015). As the researcher is also considered to be an 
instrument and an active participant during the process, I had to pay particular attention 
to the impact of my own personal values and how these values might impact the process 
of data analysis to ensure it would be a value-free inquiry (Schutt, 2015). I was told my 
own personal biases and idiosyncrasies were unavoidable and needed to be managed 
(Schutt, 2015). Very early on, I started making field notes and keeping a reflexive diary. 
Learning more about the role of the researcher in qualitative studies, I came across the 
term framing and realised, as a researcher, I needed to recognise, acknowledge and 
expose my own frames because existing frames can have an impact on how reality is 
viewed (Grbich, 2010). Frames can also affect the way in which interviewees respond 
during interviews, and could impact the interpretation and analysis of data (Grbich, 2010). 
Grbich’s (2010) four types of framing were used as a structure to declare my frames. 
Extratextual frames relate to the knowledge we have accumulated that inform our view of 
the world, while intratextual frames relate to our age, gender, race, class, etc. Intertextual 
framing relates to the way in which we interpret data because we are dominated by the 
disciplines in which we operate. Circumtextual frames involve the context and how we 
interpret the circumstances surrounding an event. I decided to create Table 7.1 to declare 
my frames as a way of ensuring I did not allow my own biases to dominate the 
interpretation of data. 
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Table 7.1  
Frame Types Used in This Research Study 
Type of frame My frames  
Extratextual frame I have studied management and leadership, and have taught the 
subject for the last 20 years. I was trained in and subscribe to a 
Western, not an Afrocentric, view of leadership and development. 
I have very fixed ideas on how leadership development should be 
done. I have researched gender studies and was a contributor to the 
book Women Leadership in Emerging Markets (Chengadu & 
Scheepers, 2017).  
Intratextual frame I am an educated, privileged, white, Afrikaans-speaking woman from 
South Africa, with a predominantly Westernised perspective. 
Intertextual frame Given the fact that I studied statistics and worked for six years as a 
statistical consultant, I need to take care not to approach this 
qualitative study as a quantitative study. Qualitative research operates 
at a very different level. 
Circumtextual frame I might have an inclination to consider Lesotho as a relatively Third 
World, maybe even backward, country and might have prejudices 
regarding the context in which participants live and work  
Note. Researcher’s own work. 
By declaring the different types of frame I have, I hoped to have acknowledged my own 
prejudices and, in so doing, remain fully mindful of not allowing these frames to cloud my 
judgement (Grbich, 2010). 
7.5 My Winding Way  
While preparing for the feedback session to the participants, I came across this 
spectacular photograph of a road in the beautiful mountain kingdom of Lesotho (Figure 
7). 
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Figure 7.3  
Winding Road in the Mountainous Kingdom of Lesotho 
 
Note. Researcher’s own photograph 
This picture became a metaphor for my research journey. It contained many twists and 
turns, and at times, it seemed as though it was a constant uphill battle with very few 
straights and no predictability. It was certainly not plain sailing and in no way resembled 
a wide, smooth, tarred road. 
My PhD research journey started way back in January 2014 with a workshop at Sunnyside 
Park Hotel in Johannesburg. My first topic focused on finding ways to measure the 
effectiveness of leadership development interventions. Many twists and turns later, I 
found a more pressing issue. I have studied leadership since 1996 and have taught 
leadership and change management modules as part of executive, senior, middle and 
junior management development programmes for the last 20 years. I have presented 
programmes in several African countries (Botswana, Kenya, Lesotho, Mauritius, Namibia, 
South Africa, Swaziland and Tanzania) and, in general, I have always treated the 
leadership development courses I presented with a one-size-fits-all approach (Guillé & 
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Ibarra, 2010). As a lecturer and facilitator, I have always assumed all leaders (men and 
women) in those African countries experienced the same challenges and, therefore, 
required the same development interventions. 
As I learnt more about women leadership and leadership in emerging markets, I started 
to realise this assumption needed to be tested. I started observing that, at different levels, 
both men and women leaders in their respective countries expressed some similar but 
also several different needs and concerns in their leadership journeys. I realised there 
might be a need to understand these “target markets” in more depth and to tailor-make 
development solutions to suit particular needs. 
In addition, I have a personal passion to develop women leaders, particularly in the 
African region, and have observed that women appreciate help to progress from lower 
management levels to the higher echelons of executive management. 
Serendipitously, I was asked to be a contributing author to the book Women Leadership 
in Emerging Markets by Chengadu and Scheepers (2017) and conducted research on 
women leadership in the United Arab Emirates. That inspired me to conduct research on 
women leadership closer to home. I started off with a very broad scope, wanting to 
conduct research covering all the countries in Southern Africa (Lesotho, Mozambique, 
Namibia, South Africa, Swaziland and Zimbabwe). Thankfully, my then supervisor, Dr 
Rica Viljoen, forced me to focus. At the time, I was also a leadership consultant 
conducting a number of leadership development workshops for a financial institution in 
Lesotho. The organisation was led by a very dynamic woman leader who expressed a 
desire for me to conduct research about women leadership in Lesotho. And so the journey 
started … 
I presented this research proposal to the faculty committee on 2 December, 2016. 
Chapter 1 was an extension of the research proposal presented during the committee 
meeting. I spent most of 2017 writing and rewriting the chapter, studying women 
leadership and learning more about the history of Lesotho and the context in which 
Basotho women lived and worked. At the time, my supervisor was still Dr Rica Viljoen, 
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and she displayed a lot of patience with my fumbling around and including masses of 
amounts of irrelevant detail. 
In August 2017, I was working in Europe and one weekend decided to visit my daughter 
in The Hague in the Netherlands. I travelled by train and, somewhere between Paris and 
The Hague, my laptop was stolen from the rack above my sleeping head. I had not made 
any backups! This put me back considerably, but I learnt a valuable lesson: backup at 
least once a week. This led to a new habit, which continued throughout the study – I sent 
myself weekly emails with the most recent document as an attachment and a reflective 
note of the progress made. 
Finalising the research questions and objectives was the most gruelling task and led to 
more than 20 different versions. These were adjusted even after interviews were 
concluded and transcribed, leaving a wealth of data not covered in these research 
findings. On reflection, the lesson learnt here is that it is acceptable to keep questions 
simple and to the point. Thinking back to our first study school, that was the message 
given to us as PhD students. Yet I fell into the trap of wanting to cover too much and, in 
the process, complicated the study. 
In November 2018, I was assigned two new supervisors, Dr Joyce Toendepi and Prof. 
Magda Hewitt. They were both very keen to see me complete this journey and we 
connected regularly, with them giving me valuable feedback and improving my work as 
the tapestry started to take on shape and form. 
I visited Lesotho four times during this research study. The first visit took place in May 
2019 when I flew to Maseru in a small aeroplane, sitting right next to Mrs Angie Moshega, 
the South African Minister of Basic Education. I thought it was a good sign – women 
leadership at work! 
The next visit took place two weeks after the first. It was in the middle of winter, freezing 
cold in the mountainous kingdom, and I had just returned from a work assignment in 
Mozambique. I decided to drive down to Lesotho and asked my 80-year-old mother to 
join me. We decided to stay over one night in Memel in the Free State to visit one of her 
dear friends on the way to Lesotho. She lived on a farm, so we had to travel via a gravel 
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road to Lesotho the following morning. My first interview was at 12:00, and we left early 
as we still had to cross over the border. On the gravel road, we struck something and, in 
the middle of nowhere with no cell phone reception, we realised we had a flat tyre. 
Disaster! 
I had planned a whole afternoon of back-to-back interviews and was now going to miss 
the opportunity to meet these critical role-players. Here I was, putting my mother in 
danger, with no idea what to do about it. I was overcome with panic and stress. And there, 
in an instant, my elderly mother “stepped up to the plate”. She opened the cubbyhole and 
pulled out the guidebook. She started to unscrew the bolts and proceeded to replace the 
flat tyre with the spare wheel. While I was trying my best to get a signal to call in for help 
– here she was taking control. I was astounded. But it was such a powerful metaphor for 
women leadership: Pull out the manual, find out what needs to be done, and do it yourself. 
She was amazing. In no time, we were back on the road, and we arrived in Maseru in 
good time for me to conduct my second round of interviews. 
I had more back-to-back meetings planned for the next day, and things were going really 
well. As the afternoon progressed, I started to build up a fever. I continued with the 
interviews but, as I reached the last interview, I was really feeling dreadful. Somewhere 
during the course of the afternoon, while conducting an interview, I took off my beloved 
bracelet (the one with the many charms given to me every Mother’s Day and birthday by 
my children). But I was really not feeling well and, after the last interview, I stumbled back 
to the hotel. Luckily, my mother was there to notice my condition. She summoned a doctor 
who prescribed medication. I had contracted typhoid fever in Mozambique, and I was 
gravely ill. We still needed to get back to Pretoria the next day, and I saw no way of 
continuing the long and difficult journey. But I was desperate to get back home, so we left 
early the next morning and travelled from town to town, stopping at filling stations to 
accommodate my runny tummy and nausea. It was another metaphor for the difficulties I 
faced during my PhD journey. We made it home, and I spent the next week in bed, not 
really knowing what was going on around me. Fortunately, all the interviews were 
recorded, as I recalled very little of what was said during the interviews that day. I never 
269 
found my beloved bracelet. It is still somewhere in Lesotho and I still deeply regret losing 
it. I hope it brings someone joy. 
Fortunately, the third and fourth visits went without any incidents. 
In November 2019, I returned to Maseru to give the participants feedback on the findings 
I had generated from the interviews. I asked my good friend and colleague, Hans Kuilman, 
to drive down with me and we had a lot of time to discuss the research. I was thankful to 
have a sounding board all the way to Lesotho. It was lovely to see the participants again 
and we had wine and snacks and chatted excitedly. The feedback session was attended 
by 11 out of the 17 participants, and it was well received. 
An incident happened that saddened me, though. During the session, it became apparent 
that one of the women in the room felt resentful towards other women because she 
perceived that, as her colleagues had progressed through the ranks, they had provided 
very little support to other women and were there only for their own benefit. I was 
surprised by this undercurrent but understood it later when I came across the 
phenomenon in the literature. 
At the feedback session, the women supported a motion that a women’s support group 
be formed for LFS. I left Maseru, feeling hopeful that these women would start the process 
of supporting each other and developing other women. 
As mentioned in the mokorotlo story in section 7.2, I was bowled over by the participants 
I met as part of the interviewing process. I am, by nature, a people person and not afraid 
to bond with strangers. I read about the pitfalls of interviews and how to build rapport and 
trust to ensure research questions are answered. Perhaps it was just a topic participants 
wanted to talk about or maybe I was just lucky, but I suspect it is just the way of the 
Basotho – they are just open-hearted, warm people, with no pretences, wanting to give 
information, and wanting to share their ideas and fears. All 17 women interviewed were 
phenomenal and not once did I feel they held back, or that they were not open to sharing 
their thoughts. These women were dynamic: They had progressed through the ranks but 
they were not egotistical or arrogant. They shared the information “warts and all”. 
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While collecting data from participants, I had already started making notes of themes that 
might emerge from the data. Two such notes were captured. Figure 7.4 is the first mind 
map containing “gut feeling” themes way before I started the formal thematic analysis and 
Figure 7.5 is a photograph of an airsickness bag I used to capture emerging themes while 
flying home from Lesotho. 
Figure 7.4  
First Mind Map of Initial Themes 
 
Note. Researcher’s own photograph 
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Figure 7.5  
Airsickness Bag Capturing Ideas and Possible Emergent Themes 
 
Note. Researcher’s own photograph 
Shortly after returning from Lesotho, I tried using an electronic transcriber without any joy 
(the Basotho accent was just too tricky to be picked up by artificial intelligence). I thus 
decided to give that up and employ the services of a qualified transcriber. As transcripts 
came back, I spent hours engaging with the data. 
At the time, I was working in India and spent many evenings and weekends at the hotel, 
thousands of miles away from Lesotho, analysing data. Figure 7.6 is a photograph of the 
view I had while working in India. I will always think back fondly on the many hours I spent 
there, trying to understand how to present the data after the thematic analysis. 
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Figure 7.6  
View from Hotel Room in Mumbai, India 
 
Note. Researcher’s own photograph 
I am a big-picture person and, as the data analysis process progressed, I constantly felt 
a need to see the whole picture (tapestry) on one page. While working with the categories 
and themes and subthemes, I printed out the matrix and, for weeks, it was on the floor of 
my hotel room. Figure 7.7 is a photograph of the matrix. 
Figure 7.7  
Matrix with Categories and Themes 
 
Note. Researcher’s own photograph 
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While engaging with the data, reflexive notes were made to capture decision points, and 
also to declare my own biases and value judgements. Some of these key decision points 
and observations are listed below. 
7.5.1 “It’s a Man’s World”, the “Boys’ Club” and “Men Have It Easier” 
All these themes resonated with me, as I experience them daily as a woman in 
management. I experienced first-hand, while my children were still young, that my 
husband had more time to devote to his development and career than I had. As I am 
writing these words, my husband is on a hunting weekend with the “boys” from work, and 
I cannot help but wonder what bonds are being built and what decisions are being made 
while women in executive positions from his organisation are not being included. Yet I 
needed to remind myself, the whole time, that I was required to present the voices of the 
participants and not project my own values and biases onto the findings. 
7.5.2 Cultural Role Expectations 
Although I come from a family of third-generation working women, there is still a societal 
expectation in my culture that a woman is, first and foremost, a caregiver and 
housekeeper, and that career and work responsibilities need to be secondary. Therefore, 
in this theme, I also needed to take care not to allow my own biases to cloud the data 
presentation. 
7.5.3 Work-life Balance 
While writing up the work-life balance theme in Chapter 4, Data Presentation, I became 
very aware of my role as a researcher. I had a particularly bad day one Sunday. It felt as 
though I was carrying the load for all women in management. I collapsed. My poor family: 
I had a complete break-down. I felt totally overwhelmed. I then realised I needed to be 
very aware of my own experience of the phenomenon: I was struggling to write because 
of the challenges I faced; I was angry at all the men who are copping out of their domestic 
duties and expecting women to carry the burden alone. 
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My daughter came home from university for a peaceful Sunday lunch and there I was, 
bawling my eyes out, and saying I was so fed up with carrying the burden alone, running 
the household while experiencing the pressures of writing and working. She referred me 
to an article they had discussed in Sociology about unpaid women labour. That was just 
what I needed to hear. I came to the understanding that I needed to step back from my 
own perspective and allow participants’ voices to be heard, without my own baggage 
clouding the issue. I needed to hold back from pushing my own agenda and not use the 
study as a platform to vent my own frustrations. That insight led me to find the theme, Life 
as a Manager in LFS is Also Exciting. I had missed that perspective up to that point in the 
research study. 
Today, as a working mother and wife, I am really battling with work-life balance. I 
need to become very aware of my own biases and frustrations, and I am very 
worried about projecting my own frustrations on the data. After long reflection and 
contemplation, I will now try my best to allow the women’s voices to be heard and 
not allow my own agendas to infiltrate the discussion (Diary entry, 26 January 
2020). 
7.5.4 Holding back and choosing not to lead 
Participants raised the issue of making choices not to enter into executive leadership 
positions as it required too many sacrifices in terms of family time and energy. Here too, 
this theme resonated powerfully with me on a personal level: I had decided to leave 
corporate life when my children started school. I wanted to be in a position to be flexible 
enough to attend sports matches and be there to transport them to extramural activities 
and help with homework in the afternoons. I chose not to break through the glass ceiling 
and started my own consulting business to allow that flexibility. Therefore, I need to 
declare this position, be aware of my own story, and try not to allow that to influence the 
findings of this research. 
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7.5.5 Educate Others/Negotiate and Contract with Family Members 
This theme also resonated deeply with me. Before the interviews, I had never considered 
there could be a strategy to get the support and understanding I needed at home. I 
became acutely aware of how I had allowed my children to get away with not participating 
in household duties, and I used the Covid-19 lockdown period to practise what these 
participants taught me. I started scheduling certain domestic and cooking tasks – and 
they took to it without any problems. I cannot understand why it took me so long to realise 
that all that was needed was to delegate! 
7.5.6 Leadership Development Interventions 
In a diary entry dated 3 February 2020, I recorded how I came to the realisation that, 
although Sub-Research Question 3 (RQ 3) relates to What Are the Leadership 
Development Interventions in Place, it was not about courses only, but about all the 
methods of developing leadership amongst women in management. That was a great 
breakthrough moment and led to a better understanding of what was required in the 
leadership development framework (RQ 4). 
I thought the answer would be a course. BUT It is so much bigger than that. 
It is not about courses!!! 
I wanted it to be a course. 
But now I see it is so much larger [Diary entry, 3 February 2020] 
While reflecting on the total journey, I cannot help but state that it has been the most 
difficult journey of my life. More difficult than childbirth! I spent many, many hours, ready 
to give up, and I find it impossible to put into words how excruciating the whole journey 
has been. 
During 2019, my daughter Nicola and I decided to embark on summiting Africa’s highest 
mountain, Kilimanjaro. This adventure too became a metaphor for my PhD research 
journey. But, however, difficult and challenging summitting the highest mountain in Africa 
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might be, it pales into insignificance compared to finishing a PhD. During the seven-day 
trek up Kilimanjaro, I had a lot of time to reflect on the PhD journey. I decided to use 
incidents and photos from our Kilimanjaro journey to draw parallels with the PhD research 
journey. 
In April 2020, the Covid-19 lockdown period gave me an opportunity to focus on 
completing Chapter 5 and linking theories to the findings. So it was long hours, 
chairbound, back to doing literature searches. During that time, Dr Joyce phoned me to 
enquire how things were going. She caught me on a particularly bad day. As a hundred 
times before, I was close to tears and strongly considering giving it all up. I mentioned to 
her that I was at Gillman’s Point (Figure 7.8). Gillman’s Point is at the edge of Kilimanjaro’s 
crater rim at 5756 metres. Summit is at 5895 metres. The significance of this was that I 
was close but not yet “there”. This was analogous to what happened during our 
Kilimanjaro adventure. 
On the morning of 12 December 2019, I collapsed 20 metres before Gillman’s, ready to 
give it all up. We had trekked since midnight, taking one steep step at a time at high 
altitude and, still in darkness., I could not see the light at the end of the tunnel. I stopped 
in my tracks and refused to take another step. If it had not been for my daughter and the 
guides, I would have turned around. But they were there for me and kept on encouraging 
me not to give it all up. So she was my guiding angel that day - Dr Joyce. She told me to 
keep going: The end was in sight. I am so thankful for her support, knowing that, without 





Note. Researcher’s own photograph 
As I progressed on this journey, my overall reason for being and my drive to complete the 
work came from the desire to “uncover the voices of those being researched” (Grbich, 
2010, p. 19). I had heard their voices and needed to spread their wisdom. This was 
captured in a conversation with another angel, who came across my road while 
completing the discussion part of Chapter 5. Late one night, one of the participants 
contacted me out of the blue. I had honestly thought I would never hear from the 
participants again, and here she was, contacting me just to find out how things were 
going. Figure 7.9 contains a screenshot of our conversation. 
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Figure 7.9  
Screenshot of Conversation with One of the Participants 
 
Note. Researcher’s own photograph 
The clip of the conversation in Figure 7.9 shows that the participants and I co-constructed 
the data, and we worked together at making sense of the phenomena. 
While writing the conclusions and recommendations, I hit another hurdle in the road. A 
growth developed in my eye and needed to be removed. I needed to complete the 
chapter, but my eye objected. I had spent 12–15 hours of screen time per day, and my 
eyes were calling a halt. That meant I needed to lie down and think. Good time for 
reflection! After being so used to reading and writing, for the first time, I realised I had 
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always taken my eyes for granted. Now I had a new-found respect for the sense of sight. 
This downtime forced me to let go of it all, which allowed me time to recharge my batteries 
and, when the eye recovered, I was ready for the last stretch. 
After reaching Gilman’s point, there is still an hour’s walk to Uhuru peak, Kilimanjaro’s 
summit. The terrain is joyously flat after six hours’ steep climb. The view is breathtakingly 
beautiful, with the sun rising on one side and the moon sinking into the clouds on the 
opposite side. Figure 7.10 and Figure 7.111 show these stunning views. 
Figure 7.10 
Sunrise on Kilimanjaro 
 
Note. Researcher’s own photograph 
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Figure 7.11 
Full Moon on Kilimanjaro 
 
Note. Researcher’s own photograph 
But, despite the euphoria of being on the roof of Africa, the end has not yet been reached. 
In our case, we were met with an unexpected snowstorm as we approached Uhuru peak. 
Once again, it obscured our view of the endpoint, and all we could do was to put one foot 
in front of the other and push through, in the hope that we would reach our goal. So is the 
point where I am tonight. I am waiting for the storm to hit me as I get feedback from Dr 
Joyce and Prof Magda and then the external examiners. I am not yet home. Getting down 
the mountain is represented by correcting the feedback I receive, and arriving back at our 
hotel in Arusha and celebrating with a glass of bubbly will be the day I hold my qualification 
in my hand! For now, I am only dreaming of that day… 
(I submitted the final copy of this thesis during the week Nicola (my youngest) left home 
to enter the “big, wide world”: the last bird to leave the nest. I was very emotional. It 
indicated the end of a chapter, being a full-time mother and Ph.D. student, and I had to 
let go. But it also signals the beginning of a whole new chapter. I now send this work into 
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Appendix A  
Interview Guide 
DEMOGRAPHIC DETAILS  
Name of Participant:  
Name of Company:  
City/Town based:   
Nationality:  
Age:  
Current position:  
Current department/function:  
How long in current position:  
Where were you brought up?  
Where did you go to school?  
Boys/Girls/Mixed School/Private/Public  
Did you fulfil any leadership roles at school?  
Marital Status:  
Partner Employment: 
   
No. of Children: Ages: 
 




Please name any leadership development courses you have attending in your career: 




RESEARCH OBJECTIVE 1: Barriers, challenges, needs (CURRENT BARRIERS/ 
CHALLENGES): 
• What are the main challenges you as a woman in management in LFS are currently 
experiencing while trying to lead? 
• Are there organisational barriers preventing women in management from leading effectively? 
If so, please name them. 
• Are there cultural barriers preventing women in management from leading effectively? If so, 
please name them. 
• What are their barriers women in management in Lesotho’s financial sector face that 
prevent them from moving into executive leadership positions? 
•  What are the organisational/cultural barriers preventing women in management from 
advancing into executive positions? 
GENERAL NEEDS 
• What do you need to lead effectively in LFS? 
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DEVELOPMENT NEEDS 
• What are the particular development needs that will enable you to lead effectively (in your 
current position)? 
• What are your particular development needs to enable you to advance to an executive 
position?  
ORGANISATIONAL REQUIREMENTS/NEEDS: MANAGEMENT 
• What are the requirements and expectations organisations have of women in 
management positions in Lesotho’s financial sector? 
• And the competencies? 
ORGANISATIONAL REQUIREMENTS/NEEDS: EXECUTIVE MANAGEMENT 
• What are the requirements and expectations organisations have of women in EXECUTIVE 
management positions in Lesotho’s financial sector? 
• And the competencies? 
DIFFERENCES 
• How would you describe the difference between what is required from women in 
management to MEN in management in Lesotho’s financial sector? 
• How would you describe the difference between what is required from women in 
management in LESOTHO to women elsewhere in the world? 
• How would you describe the difference between what is required from women in 
management the financial sector to women in OTHER SECTORS? 
• how would you describe the difference between what is required from women in 
management to women in EXECUTIVE POSITIONS? 
RESEARCH OBJECTIVE 2: How other women progressed:  
• How did you overcome the challenges/barriers? 
• Do you have support structures in place? Tell me more about those… 
ADVICE AND AMBITIONS 
• What/Who motivated you to advance/to be ambitious? 
• What are your future ambitions? 
• Do you have any advice for young women wanting to enter into management? 
RESEARCH OBJECTIVE 3: Leadership Development Interventions  
• What is the leadership development intervention that meant the most to you in your 
career? 
• Was there a role model in your life that made an impact on the way you lead? 
• What do you think is the most effective way of developing leadership amongst women in 
management in Lesotho’s financial sector? 
• What do you think is the most effective way of developing EXECUTIVE leadership 
amongst women in management in Lesotho’s financial sector? 
• Is there a leadership development programme in place in your organisation to develop 
women in management?  
• How does your organisation develop leadership amongst women in management? 
• What are the available leadership development solutions for women in management in 
Lesotho’s financial sector? 
- From within Lesotho? 
- From outside Lesotho? 
• What country-specific, Afrocentric interventions (content and process) would you 
recommend developing leadership amongst women in management in LFS? 
• What topics should be covered in a leadership development course for women in 
management in Lesotho’s financial sector? 
Women in executive positions 
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• What are the available leadership development solutions for women in executive  
management in Lesotho’s financial sector? 
- From within Lesotho? 
- From outside Lesotho? 
• What country-specific, Afrocentric interventions (content and process) would you 
recommend developing leadership amongst women in executive management in LFS? 
• What topics should be covered in a leadership development course for women in 





Appendix B  
Research Information Letter 
 
DEPARTMENT OF 
Industrial Psychology and People Management (IPPM) 
19 May 2019 
Good Day 
My name is Sonja Swart. I WOULD LIKE TO INVITE YOU TO PARTICIPATE in a study 
entitled Leadership Development for Women in Management in Lesotho’s Financial 
Sector.  
Before you decide on whether to participate or not, I would like to explain why the research 
is being carried out and how you would be involved. The study is part of a research project 
being completed as a requirement for a Doctorate Degree in  PHILOSOPHY OF 
LEADERSHIP PHILOSOPHY OF LEADERSHIP PHILOSOPHY OF LEADERSHIP 
through the University of Johannesburg. 
THE PURPOSE OF THIS STUDY is to explore leadership development requirements for 
women in management in Lesotho’s Financial Sector (LFS).. 
Below, I have compiled a set of questions and answers that I believe will assist you in 
understanding the relevant details of participation in this study. Please read through them. 
If you have any further questions, I will be happy to answer them for you. 
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DO I HAVE TO TAKE PART? It is up to you to decide to participate in the study. If you 
agree to participate a consent form will be availed for your signature. 
WHAT EXACTLY WILL I BE EXPECTED TO DO IF I AGREE TO PARTICIPATE? You 
will be expected to discuss your background and experiences in developing your 
leadership skills and how you have managed to progress through the ranks of your 
organisation with me.  
WHAT WILL HAPPEN IF I WANT TO WITHDRAW FROM THE STUDY? If you decide to 
participate, you are free to withdraw your consent at any time without giving a reason and 
without any consequence. However, you must inform me as soon as possible. 
IF I CHOOSE TO PARTICIPATE, WILL THERE BE ANY EXPENSES TO ME, OR 
PAYMENT DUE TO ME: You will not be paid to participate in this study, and you will not 
bear any expenses.  
RISKS INVOLVED IN PARTICIPATION: There are no anticipated risks however should 
you perceive any we can discuss.  
BENEFITS INVOLVED IN PARTICIPATION: Empowering other women through 
research.  
WILL MY PARTICIPATION IN THIS STUDY BE KEPT CONFIDENTIAL? Yes. Names on 
the data sheet will be removed once analysis starts. All data and back-ups thereof will be 
kept in password protected folders and/or locked away as applicable. Only I or my 
research supervisor will be authorised to use and/or disclose your anonymised 
information about this study. Any other person wishing to work with your anonymised 
information as part of the research process (e.g. an independent data coder) will be 
required to sign a confidentiality agreement before being allowed to do so. 
WHAT WILL HAPPEN TO THE RESULTS OF THE STUDY? The results will be written 
into a research report that will be assessed. In some cases, results may also be published 
in a scientific journal. In either case, you will not be identifiable in any documents, reports 
or publications. You will be given access to the study results if you would like to see them, 
by contacting me. 
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WHO IS ORGANISING AND FUNDING THE STUDY? The study is being organised by 
me, under the guidance of my research supervisor at the Department of Industrial 
Psychology and People Management. This study has not received any funding. 
WHO HAS REVIEWED AND APPROVED THIS STUDY? Before this study was allowed 
to start, it was reviewed in order to protect your interests. This review was done first by 
the Department of Industrial Psychology and People Management in the University of 
Johannesburg, and secondly by the Faculty of Health Sciences Research Ethics 
Committee at the University of Johannesburg. In both cases, the study was approved. 
WHAT IF THERE IS A PROBLEM? If you have any concerns or complaints about this 
study, its procedures or risks and benefits, you can ask me. You can contact me at any 
time if you feel you have any concerns about being a part of this study. 
 Sonja Swart (Cell: +27 83 382 0276) 
If you feel any questions or complaints regarding your participation in this study have not 
been dealt with adequately you may also contact my research supervisor: 
Dr. Joyce Toendepi (Cell +27 76 463 9028) 
FURTHER INFORMATION AND CONTACT DETAILS: Should you wish to have more 
specific information about this research project information, have any questions, concerns 
or complaints about this research study, its procedures, risks and benefits, you should 
communicate with me using any of the contact details given above. 
Researcher: 
Sonja Swart (Cell: +27 83 382 0276) 
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Appendix C  
Research Consent Form 
 
DEPARTMENT OF Industrial Psychology and People Management (IPPM) 
Leadership Development for Women in Management in Lesotho’s Financial Sector 
Please initial each box below: 
 
I confirm that I have read and understand the information letter dated 19 May 2019 for 
the above study. I have had the opportunity to consider the information, ask questions 
and have had these answered satisfactorily. 
 
I understand that my participation is voluntary and that I am free to withdraw from this 
study at any time without giving any reason and without any consequences to me. 
 
I agree to take part in the above study. 
__________________ ____________________________  ________________ 
Name of Participant  Signature of Participant  Date 
__________________ ____________________________  ________________ 
Name of Researcher   Signature of Researcher  Date 
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Appendix D  
Research Consent Form for Interviews to be Audio-taped     
 
DEPARTMENT OF 
Industrial Psychology and People Management (IPPM) 
 
Leadership Development for Women in Management in Lesotho’s Financial Sector 
Please initial each box below: 
 
I hereby give consent for my interview, conducted as part of the above study, to be audio-
taped. 
 
I understand that my personal details and identifying data will be changed in order to 
protect my identity. The audio tapes used for recording my interview will be destroyed two 
years after publication of the research. 
 
I have read this consent form and have been given the opportunity to ask questions. 
__________________ ____________________________  ________________ 
Name of Participant  Signature of Participant  Date 
__________________ ____________________________  ________________ 
Name of Researcher   Signature of Researcher  Date 
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Appendix E  
Detailed Description of Themes, Subthemes and Relevant Quotes   
Theme 
Number 
Theme Detailed Description   Representative Quotation 
Theme 1 Cultural beliefs, 
expectations and 
practices are 
barriers to women 
in management in 
LFS  
Basotho culture plays an important 
role in the lives of participants. 
Some expectations are placed on 
them and they experience barriers 
to their progression. 
There are still many 
traditional/cultural barriers that 
we need to break through 
(Participant 11). 
 
 Patriarchy  In Basotho culture, men dominate at 
home and therefore expect to 
dominate at work too.  Men still 
seem to be dominating the top 
echelons of management. A boys’ 
club exists in which men support 
each other. Men are better 
remunerated and generally have an 
“easier” life with very few domestic 
responsibilities.  
Culturally, the man is the head of 
the house and the woman is 
below. That comes into the work 
(Participant 17) 
 Specific cultural role 
expectations 
Women are expected to be primarily 
caregivers, housekeepers and 
childminders, irrespective of their 
workload. They have internal beliefs 
that they should be in the kitchen 
not at the workplace. According to 
the Basotho culture, women should 
be subservient, quiet and modest, 
dress in a certain way, should marry 
and have children. 
We are so indoctrinated by the 
whole culture thing that women 
are second-rate and belong in 
the kitchen (Participant 16). 
Theme 2 Life as a woman in 
LFS is both 
challenging and 
exciting 
Although participants experience 
many difficulties such as subtle 
discrimination and stereotyping at 
work, many find their jobs 
meaningful and exciting.  
Women face a lot of struggles 
(Participant 8). 
 
 Work-life balance 
challenges 
As a result of cultural expectations, 
women spend a lot more time 
performing domestic chores than 
men. When work pressure mount, 
they are pressurised to keep all the 
balls in the air. This creates tension 
and feelings of guilt.   
Work and family life balance is a 
challenge (Participant 6) 
 Ageism In Basotho culture, the elderly has 
to be respected and younger 
participants expressed difficulties 
managing older males. Promotions 
are reserved for older people.  
Ageism … is a formidable issue 
in this country (Participant 2). 
 
You can only be a certain age 
before you ascend the corporate 




Theme Detailed Description   Representative Quotation 
 Self-doubt, lack of 
confidence, holding 
back 
Some participants admitted to 
doubting themselves, lacking 
confidence and feeling fearful at 
times. They also at times hold back 
and choose not to lead.  
Sometimes I have confidence 
issues about, ‘Am I doing the 
right thing; am I on the right 
path; am I making the point in 
the right way?’ Confidence is [a] 
huge [issue] (Participant 5) 
 
I think, as women, we don’t allow 
ourselves to really go up to those 
high positions (Participant 11). 
 
 Life is exciting Despite the many challenges 
participants have to face, many 
enjoy working and find their jobs 
exciting. 
It is challenging but also exciting 
(Participant 17). 
 
Theme 3 Leadership 
development 
needs of women 
in management in 
LFS 
Participants expressed their 
development needs to progress to 







Some participants saw no women- 
specific development needs while 
others disagreed with this view 
stating what was needed: EQ, time 
management, work-life balance, 
confidence, attending more 
leadership courses 
Teach women that they are 
equal to men, and often even 
superior. It should not be 
something that we shy away 
from (Participant 13). 
 
 Needs relating to the 
African context 
Some participants perceived no 
African specific needs, while others 
called for understanding African 
macro-economic issues, African 
context and culture, and being able 
to develop strategy in the African 
context. 
Africa is very different to the rest 
of the world. Ubuntu leadership 
and leading in the African 
context: Leadership has to be 








Some participants felt that in 
Lesotho girl children needed to be 
given leadership from a very early 
age, developing skill to implement 
strategy was important and how to 
deal with limiting cultural beliefs.  
Teach other girls how to become 
leaders (Participant 14). 
 
We should be learning from 
people who think different from 
what our culture dictates 
(Participant 11). 
 Needs relating to 
the financial sector 
Business administration, insurance- 
specific, confidence and strategic 
thinking were deemed to be 
important skills related to LFS.  
We do not have specific courses 
on insurance [in Lesotho]. 




Participants provided valuable 
strategies to overcome the 
challenges and barriers identified in 
Theme 2. These strategies can be 






Theme Detailed Description   Representative Quotation 





Participants understood that 
building and displaying the right 
competencies were prerequisites for 
breaking the glass ceiling. They 
shared the competencies they 
thought needed to be in place to 
become an executive.   
As a successful leader, you have 
to be competent in what you are 
doing (Participant 1). 
 
 Work hard/smart 
and with passion 
A key success factor mentioned by 
participants involved the issue of 
working hard and smart, displaying 
excellence in all you do, and being 
passionate about what you do. 
Working smart included delegating 
effectively. 
It is just hard work. Hard work 
earned me the promotions, and it 
is the system that operates [in our 
organisation]. Also, the 
commitment to do my work to the 
best of my ability – that is always 
what has driven me (Participant 
1). 
 
You must love what you do. You 
must have a passion for your wor 
(Participant 4). 
 Build a support 
network at work 
Building a support network at work 
surfaced as a useful mechanism for 
breaking the glass ceiling. Network 
methods included finding a mentor 
and/or sponsor, and building a 
strong support system amongst 
colleagues – and specifically 
amongst other working women. 
Another important thing is to, at 
a very young age, identify a 
sponsor, either in the form of a 
mentor or somebody that can 
elevate you, because it is very 
important who you know. That 
person will always stand up for 
you, even if they themselves 
doubt it a bit, so it is actually that 
they will believe in you and be 
willing to take a risk (Participant 
15). 
 Build a support 
system at home 
Establishing a strong support 
network at home can also help 
women progress at work. Support 
systems included having a domestic 
worker (nanny), parents or a 
supportive husband. 
I do have a good support system 





Theme Detailed Description   Representative Quotation 
 Step up to the plate As a response to holding back and 
lacking confidence participants 
encouraged themselves and others 
to be clear about their career 
aspirations, work towards the 
achievement thereof and not shy 
away from taking on leadership 
positions. They should also clearly 
state their desire to break the glass 
ceiling and apply for positions. 
Express yourself clearly and 
develop yourself. Be there and 
tell everyone what you want 
(Participant 16). 
The onus is on us [women] to 
apply, take opportunity. Put 
yourself forward (Participant 8). 
We need to be more assertive. 
We must own our ambition 
(Participant 16). 
 
 Educate others The glass ceiling cannot be 
shattered by women alone. It is 
necessary to involve a wider 
audience in the process. Husbands, 
children, at home and in schools; 
men in general, and at work in 
particular; as well as the broader 
society: all need to be made aware 
of the issues. Widespread education 
is required. Developing women 
leadership at a grassroots level at 
home and at schools, and educating 
boys about the value of women, 
seemed to be a good starting point. 
We must also start with the 
upbringing of children and the 
cultural differences. Boys must 
be brought up to realise that 
women can do everything they 
can do and get rid of this 
cultural, old way of thinking that 
they are the best (Participant 
16). 
 






The ways in which leadership 
interventions contributed to 
participants’ leadership 
development are discussed. 
 




Many meaningful interventions 
contributed greatly to their 
development. Organisational-
specific interventions are listed.  
Our organisation provides very 
good training for staff. We get a 






Participants shared the ways in 
which they considered leadership 
competencies could be best 
developed. These included training 
courses, graduate and post-
graduate studies, belonging to 
societies, self-driven lifelong 
learning, on-the-job assignments 
and combinations of these 
interventions. 
I think the best way to develop 










People who contributed to the 
success of leadership development 
interventions included past 
managers, university professors, 
mentors and course facilitators. 
My boss believes in me, and that 
gave me a lot of courage 
(participant 5) 
Theme 6 Organisations play 
an important role in 
developing women 
leaders 
Participants indicated that they 
need their organisations to continue 
their support and development.  
 
 What organisations 
are doing to support 
and develop women 
in management in 
LFS 
Organisations are working hard to 
develop women and provide many 
equal opportunities. They are 
exposed to training and 
development interventions, and 
many support structures are in 
place. 
The company embraces women. 
As you can see, we have female 
leaders and, with time, they have 
really tried to balance it out 
(Participant 11). 
 What organisations 
can do more of to 
develop and support 
women in 
management in LFS 
There is still room for improvement. 
Participants indicated that they 
wanted to be involved, and that 
gender equity and equal 
opportunities and flexibility still need 
to be given attention. Policies also 
need to be world-class. 
You must give the women equal 





Appendix F  
Themes and Subthemes 
1. Cultural beliefs, expectations and practices are barriers for women in management 
in LFS 
1.1 Basotho men are considered the head of ‘everything’ and it is a ‘man’s world’ 
I believe that working for corporate world and leadership I find myself having to work twice as 
hard as many men work (17). 
Sometimes people will look at you in a questioning manner, if you say something that seems 
controversial but otherwise you know a man can say it in a conversation and it will be fine (3). 
a man’s world (15) 
It is a “man dominated” industry specifically the financial sector (16). 
I must say I am not sure if it is a woman thing but the reason I am explaining it is because 
culturally Basotho men I see them presenting even things that they cannot do (17).  
Not necessarily but because of the culture you will find that most men are likely to advance in 
studies more than women would. When we (women) get a form we will not have time to read 
it but men sitting waiting for the food that the woman is busy making can read it. So in an 
environment where qualifications are regarded as very important it will favour the men more 
just because they have more time. So I cannot say 100% that it favours men but it has to do 
with the nature of how we grew up. So men will advance faster than women (2). 
Culturally it is very difficult for us to navigate spaces that are predominantly male (3) 
One of my colleagues call it a cabal of males (7) 
In my first year and a half here the industry was really dominated by men (11),  
at the same time it is clearly not equal, because the executive power is 100% with men (13). 
when you observe it is also much easier for the equal male counterpart to get forward I guess 
because the CEO is a man (13).  
The executive power is with the men and it is much easier for a man to relate with another 
man in a professional setting (13).  
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It is not as easy for us women, if you start trying to get closer then there come rumours, 
maybe you are trying to get with the CEO but such things do not exist for guys (13).  
1.1 Basotho men are considered the head of ‘everything’ and it is a ‘man’s world’ 
continued… 
But there is an expectation for a woman to be highly experienced and educated to get a 
senior position as opposed to a male who can be given an opportunity just on the basis of 
potential (8).  
They would say, “This guy has the potential to grow, to do good” but for a woman they want to 
see you have a master’s degree and they want to see what you have achieved that is 
concrete and tangible in the past before they will say you are qualified to get the position and 
before they will give you a chance (8+E7) 
financial services it’s a very male dominated environment (5) 
you have to be able to match your activities with your husband’s activities (11) 
It is societal, judgmental, the way we are brought up – family first. And if you have a husband 
that is not supportive you will be in trouble. It is still the issue of that a woman cannot be more 
successful than a man (in a marriage situation) if you look at statistics most women that are in 
high positions especially in the financial sector are divorcees or single (16) 
You can have the ambition, the education that you need to get to the top, but you will find that 
you are competing with more males than females that puts you in a bad position culturally as 
the country is still very male dominated (11).  
I am not sure if worldwide, society is comfortable to have woman CEO’s, I know that in other 
parts of the world it is starting to happen but even in our country we are not comfortable with it 
yet. It is almost as if there is this men’s club that don’t allow women to take part. (15) 
I find that men do that easier than females and when I started playing golf as a means of 
networking I found that the golf “space” was also male dominated and the all day and all week 
end on the golf course, For them (the men) it is not an issue, because they most probably 
have a wife or someone at home doing all of that for them (5) 
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Let me start with a Lesotho point of view. From a Lesotho point of view many organisations 
are led by men. So I guess as a woman it sends a message right away that this is not your 
world, this is a man’s world, to go up to executive level or even to become a managing 
director of any company. So that is the obstacle culturally (6).  
1.1 Basotho men are considered the head of ‘everything’ and it is a ‘man’s world’ 
continued… 
But with SADAC initiatives, global initiatives regarding woman empowerment and all those 
things, I can say Lesotho is not that bad. But when you look at high positions in most 
companies you will still find that it is men that are on top (6).  
Traditionally in our country we are still very male oriented culture (11) 
Our male counterparts have it very easy (15).  
For me, we don’t have these of conversations often enough but definitely an organisational 
barrier is the issue of pay. The fact that we are definitely not paid the same for the same type 
of work that we do. I have tried to compare somebody in a position that I am in a different 
joints (?) provider in the country that is male and they earn like ten thousand rand upwards in 
excess of what I earn luckily because we all are friends, sort of sneak and ask “just show me 
your job description I just want to see”. And we are doing the same but I think because …. is 
so small I end up doing a lot more. So I am dabbling in Project Management etc. So there are 
a lot of hats that I wear but I don’t wear them at the same cost as a man. That is definitely an 
organisational barrier for me (3).  
I have also picked up that the rate that we get enrolled for further studies is also not the same 
as the guys. For the guys it is very easy to say that they want to go for a MBA but for us 
females it is “No wait another year or maybe two. And these are things we get from HR; they 
won’t be specific and say no you can’t do that because you are a woman, it will be things like 
the budget. And then a man will ask for the same thing in the same budget fee cycle and they 
will get it. So I will think, no it can’t be the budget so that is that. (3) 
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The difficulty is in our culture is that women are expected to do certain chores in the home 
that is for her only and not for the men or children e.g. cooking, no matter how full and busy 
her day has been but for men it is different they can leave after work and relax. For women it 
is very difficult- they have to have a reliable helper. (2) 
Maybe from how we have been raised. We are raised to think that the head of everything 
always has to be male (14) 
1.1 Basotho men are considered the head of ‘everything’ and it is a ‘man’s world’ 
continued… 
I think we do not get appreciated enough for the strength we have as women because in a 
man’s world where you have grown up, the man will always be the house keeper, the woman 
is always be below – we never experience where you can say the woman can be on top and 
direct things downwards. That affects us in that in the way that we feel inferior and do not 
always expose the strengths we have, we are still second to men so I do not know how we 
can change that (2).  
We have a saying that the man is the head of the family and sometimes they even want to 
apply it at work (15).  
There are lots and lots of things you have to negotiate in addition to what I think a man would 
(3).  
I think it is slightly worse in Lesotho than in the rest of the world. I am just looking at the 
number of women in top leadership positions. So for me it is more difficult for us to climb the 
ladder (3).  
Men network better 
so after work you go home and you go be a wife or a mother but for the male it is accepted to 
go out for soccer or a drink (8) 
Men have the opportunity to go and have a beer with the chairman of the next company and 
before you know it you have enough social capital to be trusted – they know each other and 
have not just heard of each other. And then they are comfortable to appoint you (8) 
We are reluctant to join the networking sessions, it is mainly male (16).  
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It is not an issue for them. However men tend to form “boys clubs” within larger groups 
consisting where men and women exist and the “club” is impenetrable, they make it that way 
that is why it extends beyond work even weekends where they play golf together and the 
make sure the is tight and they bring it back to the boardroom. Even when we have functions, 
the women will sit in one corner and if you try and join them, the jokes are designed to 
exclude women. (4). 
For example in and Exco meeting and we have to vote for something and there is motion that 
is tabled, they won’t even have to go out and discuss it they just agree, and they haven’t 
interrogated the issue. This clique of theirs…(4). 
1.1 Basotho men are considered the head of ‘everything’ and it is a ‘man’s world’ 
continued… 
It is not if they want to sabotage women but they speak with one voice – period. Were as 
women will voice their opinions even if they are different (4). 
but a man will go to his peers and friends and tell them that he is eyeing that thing and I need 
you to back me up. (7)  
What I have also seen with men what we as woman don’t have – they are able to criticize 
each other, give each other feedback and they don’t take it personally they use it to build 
them, (7) 
1.2 Cultural role expectations placed by Basotho society on Women in Management in 
LFS create barriers 
We need to differentiate between culture barriers and how we do things. Some things we 
know how to do but we don’t do them because culture says we must not. Sometimes culture 
has a stronghold on us. (14) 
As women there are some things I cannot do. For example, there are things that are 
expected of me from a cultural perspective. If my husband dies, I have to mourn for full six 
months. There certain things I cannot do. I have to wear a mourning cloth until end Sep. Let 
say I have to go to London for a course. (14) 
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To avoid clashes and frictions and confrontations. I will do it for the sake of doing it. Culture 
plays a major role. (14) 
Culturally yes, constantly you are expected to do things in a particular way i.e. the way you 
dress. The way you dress as a pregnant woman. You are pregnant you should not be 
wearing this (8).  
What makes it difficult for me is the fact that I do not see them (the cultural barriers) by 
ignoring them or pretending they are not there (8).  
I can see the struggles other people are going through because they respond to the 
obstacles. It is how they respond to the obstacle. Like they don’t want to travel when they are 
pregnant. It is what I do with that barrier that counts. (8).  
It is expected of a woman to respect men (11).  
1.2 Cultural role expectations placed by Basotho society on Women in Management in 
LFS create barriers continued… 
There is a barrier, as a woman there is a greater expectation from Basotho for women to take 
greater care of our families than what there are for guys, I don’t know why, I guess in our 
culture as a girl you belong to your family until you get married, so for now I still have to 
answer to my parents, they feel they have a right to my money until I get married, it is 
common to our culture (13). 
I am expected to give 15% of my money to my family (13).  
They expect me to ascribe to their moral standards of course. For instance, if I went home 
now pre-martially pregnant it would be a huge disappointment to them despite the fact that I 
can afford to raise my own child. The expectation is to behave well until you are married. 
They would say things like, “I hope you don’t live with your boyfriend” (13). 
So you still have to account to your family (13).  
They have an implicit expectation for me to get married and they ask a lot (13). 
I think some of the challenges are cultural. In Lesotho we are raised to respect men. So I 
think that is the biggest cultural challenge (15) 
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we have when you find that there is always this thing that women can’t be leaders, women 
can’t be good leaders and they have to respect men (15) 
so sometimes when you have a conversation with a man it is as if you are not respectful to 
the man especially if you are the kind of lady that stands her ground and says what she want 
and express yourself without being timid. (15) 
We have a saying that the man is the head of the family and sometimes they even want to 
apply it at work (15).  
Frustrating, it’s mainly because culturally, society believes that women belong in the kitchen 
(16).  
It will often be said of women studying at university that they want a position and climb the 
corporate ladder because they do not have a husband or that you are domineering and want 
to control things (16) 
Yes, it is the perception that women are subservient to men. When you lead men there is 
always that thing (7).  
1.2 Cultural role expectations placed by Basotho society on Women in Management in 
LFS create barriers continued… 
It is yes definitely, even as a married woman – at the office you are CEO but when you get 
home you are still mommy and a wife, you must make sure the house is running and it is a lot 
(7).  
You are predominantly the caregiver, so it takes a lot of negotiating and a lot of growth from 
setting up your family life to supporting all these things. (7) 
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When you listen to information talks these days, you will hear that there is something about 
women that is lacking from an early age, especially in our country. In our country a lady or a 
girl belongs at home and a boy belongs outside. So when a girl is young, they will be with 
their white dress and they will be neat and the boys will be playing getting dirty and muddy, 
but with a girl it is oh no you are not supposed to be playing and getting dirty. So I think that is 
what makes us from a very young age we go our separate ways. The boy thinks – I can be 
whatever I want to be and the girl – there is always a lot of noise that they are not supposed 
to do this and not supposed to do that, so they are taught perfection, but boys are taught to 
live. You see the difference. Boys are open, they are just out there living their lives but 
women even now for the bards they are not supposed to go to a bar. There are restraints that 
are put to a woman they make them be not what they supposed to be. So they are taught if 
they ever have to do something just to be good just be perfect, but a man is told if ever you 
want to do something, just do it. Even if they comeback dirty its – good boy you have been 
playing but for a girl its – why have you not cooked. So you see that difference? (6) 
A woman that speaks out is frowned upon. (7) 
Women are ordinarily submissive are expected to be submissive. So you are with your 
counterparts in a meeting and women are expected to take the minutes. And often women do 
take the minutes. That sort of context is very important. (8) 
In other situations, your husband will not allow you to take a certain position. So it will be a 
taboo for you who will not allow that will be seen as insubordinate. Sometimes a husband 
does not want you to be well known. Could be the reason why you cannot crack the glass 
ceiling. If it is known that your salary is higher than his he might not want you to have that 
position. (14) 
1.2 Cultural role expectations placed by Basotho society on Women in Management in 
LFS create barriers continued… 
Culturally yes, constantly you are expected to do things in a particular way i.e. the way you 
dress. The way you dress as a pregnant woman. You are pregnant you should not be 
wearing this. But then of course you can decide if you are going to give into their demands. I 
do not give in to demands most of the time (8).  
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For example, at a funeral, females are expected to do a number of things. Can only be done 
by females. Being there from a Wednesday to Sunday for a funeral. But as a working woman 
you don’t have the luxury of being there. The family you married into will frown upon you. You 
are not outside with the big pots cooking with the others. You only come on Saturday 
morning. What kind of women are you? (8)  
I don’t know, but I think it comes from the way we were brought up, in Lesotho we are taught 
to be wives and mothers more than career woman. (11) 
I think it is difficult in that they still traditional/cultural barriers that we need to break through 
(11).  
And the other issue would be we and our habits. We don’t give ourselves chance for self 
development because we are so indoctrinated by the whole culture thing that women are 
second rate and belong in the kitchen. (16)  
It is societal, judgmental, the way we are brought up – family first. And if you have a husband 
that is not supportive you will be in trouble. It is still the issue of that a woman cannot be more 
successful than a man (in a marriage situation) if you look at statistics most women that are 
in high positions especially in the financial sector are divorcees or single (16) 
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1.2 Cultural role expectations placed by Basotho society on Women in Management in 
LFS create barriers continued… 
So it’s a constant fight. When I started working for …. I started as a HR manager. The Exco 
at the time was all male and I was the only female. I was very young, thirty-three years old 
coming in from government and I remember one of the issues that we were dealing with at 
the time was that information will leak from Expo once the ....... has been made. There was a 
PA that would take the minutes, so then a decision was made that OK let the Exco members 
take the minutes. So I took the minutes book the first time, the second time then the third time 
I had to fight to say OK gentlemen I am not the secretary in the Exco, in the committee 
everyone must take the minutes, we must rotate. And they could not; they would not do that 
so back came the PA. So I thought so be it because I was not going to fall into that traditional 
role of being the minute taker, being the secretary, so to speak only because I am female. So 
that was pretty much the first time that I stood up for myself and for what I thought would be a 
fair and equitable way of doing things in the Exco (5). 
I have a good director but he will still joke that women belong in the kitchen and are too 
emotional but it is done very subtly (16) 
In the organisation the challenge that I am seeing, as an example my entire career has been 
in the banking industry and the senior leadership is mostly men and then women on the lower 
level. What I am realizing is that men do not take women seriously especially if they are male 
leaders (17) 
The difficulty is in our culture is that women are expected to do certain chores in the home 
that is for her only and not for the men or children e.g. cooking, no matter how full and busy 
her day has been but for men it is different they can leave after work and relax. For women it 
is very difficult- they have to have a reliable helper. (2) 
Also in Lesotho and possibly Africa women are taught to be modest. (7) 
Maybe from how we have been raised. We are raised to think that the head of everything 
always has to be male (14) 
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1.2 Cultural role expectations placed by Basotho society on Women in Management in 
LFS create barriers continued… 
I think we do not get appreciated enough for the strength we have as women because in a 
man’s world where you have grown up, the man will always be the house keeper, the woman 
is always be below – we never experience where you can say the woman can be on top and 
direct things downwards. That affects us in that in the way that we feel inferior and do not 
always expose the strengths we have, we are still second to men so I do not know how we 
can change that (2).  
I think it is breaking the traditional barrier of growing up believing that men are automatically 
higher than women. So hopefully in the environment we have today we can expose women 
as much as men and give them the benefit of the doubt and let them experiment with doing 
the same as men do, and that might bring the confidence that they can do it – If men can do 
it, I can do it too (2). 
Culturally the man is the head of the house and the women is below. That comes into the 
work. I have some women in the bank whom I am mentoring, and I want to uplift them and 
teach them to stop minimizing and be more assertive (17) 
We all know that parents raise their male children and female children differently. It is seldom 
in different situations where you will find women are encouraged to be as assertive and as 
confident as a guy (5). 
Tips: 
If you have decided, you want to be a professional woman you need to know the 
expectations and then communication. I have had to sit my mother down and have a 
discussion early on. I have chosen to have this kind of life and these are the demands on me. 
So I will not be able to do 1,2, 3 but I can do this. So we need to agree what are the things I 
can do so that the expectations can be managed (8). 
Some people live in households with their in-laws. Those discussions are important and help 
the women to seek the support they need. (8) 
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2.1 Achieving Work-Life Balance is Difficult 
So the challenge that we are having is that sometimes we will have to work odd hours or 
weekends and we can’t have excuses for that. So that means that we have to compromise 
the time we spend with our kids, family or other issues that we have to attend to (14).  
So the other issues when we are in management when we have to come here over weekends 
to lead the people who are working overtime, we are expected to be to monitor them even 
though we do not get the overtime pay. You have to watch the people very carefully and be 
strict as they will try to take as long as possible to make more money. That is quite 
challenging. It happens about twice a year (14). 
So between the normal day to day work reading and researching and also when you get 
home you still have to still have to give attention to your young children – that is another 
workload. Also looking at the household chores themselves it requires a lot of energy. So 
there is a need for a work life balance, so you don’t compromise on or the other (2). 
but in general as a woman in leadership we have a role to play as the wife or the mother at 
home (14) 
you are also expected to be present in society elsewhere such as home, church (8) 
Work and family life balance. Me making time for the family. With my work I have to do a lot of 
reading, analyse and disseminate what it means for the bank. Must be able to separate the 
two. That is the main challenge (6). 
Balancing the demands i.e. having and raising children (going on maternity leave) and still 
giving attention to your career as well, that is my biggest challenge at the moment (8) 
I am a woman and at work I need to have the same strengths and understanding as men do 
but when I get home I am a mother, a wife and I need to take care of the family, tired or not 
tired it is the same. Even if I am up the whole night, I am still expected to be at work on time 
the next day (10). 
I want to be a good at being a mother and a good leader (8) but you still want your career to 
go on a trajectory (8) 
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2.1 Achieving Work-Life Balance is Difficult continued… 
So the challenge that we are having is that sometimes we will have to work odd hours or 
weekends and we can’t have excuses for that. So that means that we have to compromise 
the time we spend with our kids, family or other issues that we have to attend to (14).  
Also as a mother there are challenges, sometimes I think it is better to have kids at an early 
age. Because once you start married life and have kids it is almost as if your life is at a 
standstill. You put everything aside like going to school, developing your career because now 
you focus on marriage and having kids so that also sets back our lives it feels to me as if 
since I have gotten married and had kids I am not going forward. I did a business science 
degree and would like to do a masters but when you have kids some of those things you have 
to put them on the break for a while. That is really a challenge for woman (15). 
It is yes definitely, even as a married woman – at the office you are CEO but when you get 
home you are still mommy and a wife, you must make sure the house is running and it is a lot. 
(7) 
You are predominantly the caregiver, so it takes a lot of negotiating and a lot of growth from 
setting up your family life to supporting all these things (7).  
I think I am getting there; things are a lot better, funny with baby nr 3 things are more stable. 
(7) 
Also women believe that they will not have time to look after and do their “home duties” and 
bring up children well if they have a position like CEO (14) 
A lot of women are coming out in Lesotho to grow professionally but they are feeling sorry for 
their achievement that they want to try so hard to still be a good wife or a good mother. (8) 
Sometimes you need to decide otherwise you will not be able to strike a balance to juggle 
balls in the air. (8) 
It becomes very difficult because of the demands. (8) 
2.1 Achieving Work-Life Balance is Difficult continued… 
If you have babies, try to balance life so that you can be there for the baby but also keep your 
career. When you are at work, be fully at work and when you at home, be fully at home. (10) 
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Discipline and time management are very important. Manage your time so that you never 
have to take work home (15) 
We get complacent and I also think we start weighing things, you start weighing your 
priorities, especially if you are married with kids because you want to balance things out. So if 
you to be working and if you want to get to the top, you will need to be studying as well which 
poses its own challenges too and you have to be there to take care of the kids (11) 
you have to be able to match your activities with your husband’s activities (11) 
also importantly for me, because I was raised by a single mother and she went forward to 
reaching the highest positions and try to make a good life for me financially but I suffered a lot 
in having a relationship with her, and I am very wary of compromising that. So that becomes 
such a difficult choice (11).  
It is not my ambition because it requires your life to be about the organisation, the industry; 
the stuff has to consume you. (7) 
My life is spread nicely and I realize to become this (CEO) I will have to cut down on all these 
things that I love so much that make me this nice well rounded person that I am. You will have 
to narrow your life to be about business and the company 100%. It has to be your life. (7) 
We do, we work, we take care of the kids, run the household etc (11) 
The difficulty is in our culture is that women are expected to do certain chores in the home 
that is for her only and not for the men or children e.g. cooking, no matter how full and busy 
her day has been but for men it is different they can leave after work and relax. For women it 
is very difficult- they have to have a reliable helper. (2) 
2.1 Achieving Work-Life Balance is Difficult continued… 
What are the sacrifice I am going to have to make? Because if I am working and studying, I 
am going to have to make a lot of sacrifices. Maybe being with my kids and missing raising 
them because I will be spending a lot of time working and studying all the time. It becomes 
very difficult to relate to your kids if you leave it too late. The sacrifices worry me. (11). 
My life is spread nicely and I realize to become this (CEO) I will have to cut down on all these 
things that I love so much that make me this nice well rounded person that I am. You will have 
to narrow your life to be about business and the company 100%. It has to be your life. (7) 
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There is so much sacrifice – family time. (7) 
So you get to a point where you are comfortable and then you start debating whether you still 
want to be in the corporate world or embark on a business of my own and what influences 
one leaving the corporate is that you are aware that you have to study further and do I have 
the time (11)?  
it is that balance – what do you want from life, it is that purpose. And then work balance and 
family balance. (6) 
2.2 Ageism is sometimes more pronounced than sexism  
We are a homogenous society so (we have) no diversity issues. We are Basotho’s period. 
(But other issues such as) age comes into play (4). 
ageism …… is a formidable issue in this country (2). 
In the work environment the person “higher” has got a lot more to do with age than with 
gender. People will often think you do not know enough because you are younger than them. 
So, you have to work twice as hard for them to listen to you or to be taken seriously. So, it is 
not so much about gender but more about age” (13). 
As a young woman the higher up you move, there is an issue of ageism. I am not 
sure how to navigate that, but it almost feels like you can only be a certain age before you 
ascend the corporate ladder (2).  
2.2 Ageism is sometimes more pronounced than sexism continued… 
I think what has really helped us is that I don’t manage anyone older than myself. I am 
actually glad that age plays in my favour because you generally get a bit more respect when 
you are older (3). 
It was the most difficult time because most of them was even older than I was. So, there was 
always a bit of friction (11). 
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…there was a debate in the management team right after I was promoted whether to invite 
me to the managers’ meeting and the concern was that I was too young for the things that 
they were discussing at the meeting. The only way I could get invited to such a meeting is to 
create a need for them to have me there. Otherwise I do not see how I could convince them 
that although I am young, my job capacitates me to sit in on the meeting (13).  
2.3 Some women experience self-doubt and lack of confidence, hold themselves back 
and choose not to lead  
Yes. In my own self there are a lot of self- inflicted barriers. Like trust in self, confidence and 
the ability to deliver and the unnecessary pressure to perform (13). 
Often I have this feeling, I don’t know if it is just me or other women as well but I feel as if I am 
not good enough, I often compare my achievements with other people’s achievements even if 
they have been here for much longer than me, and I do realize that I must be good if I have 
managed to get to where I am. Sometimes as people we doubt ourselves a bit too much or 
we are too harsh on ourselves (15).  
Self-sabotaging habits that could come as a barrier in my career (17) 
As a woman I am not able to blow my horn as much my male colleagues can do (17). What I 
have realized through my journey is that I rely a lot more on my ability to deliver. And it is a 
challenge in Leadership because it is no longer about detail but rather about how I appear in 
the boardroom. It is something I am working on but then I try to understand where it can be 
coming from and I do realize that it is probably how I was raised as it was considered rude to 
blow your horn. Rather let other people do it Now that is challenging when I am supposed to 
be competitive(17) in leadership because it is not only about competing for success but in 
leadership  
2.3 Some women experience self-doubt and lack of confidence, hold themselves back 
and choose not to lead continued… 
The one thing I or all females do is we question ourselves. Sometimes I have confidence 
issues about am I doing the right thing, am I on the right path am I making the point in the 
right way (5). 
Confidence is huge (5) 
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My mentor also taught me to take action and face my problems insecurities, lack of 
confidence and not talk about myself so much. (5) 
I think it is to work on their confidence so that they can know they are as capable as men are 
(12). 
There is a lack of belief in oneself. You can’t train someone to have confidence in themselves 
but that is where we are missing. I think for most women (4). 
It is about confidence. (9) 
But maybe sometimes as a woman I think we need to trust ourselves and we need to be 
brave enough (15) 
Confidence (16) 
Still confidence would be one of the main things because in terms of education women are 
more educated than men. (16) 
At times I think we don’t try to learn from our own environment and see how things will work 
better for us. We should try to see what we can do for ourselves before we learn from others. 
It is really the right solution for us. We should use what works for us. We must try to see what 
we can do ourselves before we go out and learn from others. Maybe it is also confidence and 
belief in self. (12) 
I think as women we don’t allow ourselves to really go up to those high positions. (11) 
I think women are afraid to lead, get them to realize that they can do it. Self belief (14). 
And the other issue would be we and our habits. We don’t give ourselves chance for self 
development because we are so indoctrinated by the whole culture thing that women are 
second rate and belong in the kitchen. (16)  
Because whenever there is something the men are always jumping volunteering but the 
women will hold back. It is an opportunity open to everyone (7) 
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2.3 Some women experience self-doubt and lack of confidence, hold themselves back 
and choose not to lead continued… 
But if you approach the women one by one or specifically ask them, and then they will step 
forward. Even I, leading women and men are aware that the men will be on top of things, not 
that the woman is not capable, but they sort of let the guys go first. (7) 
As women we doubt ourselves. Even now for the ……. CEO position, I think very few women 
applied, if any. Women must go for it. Because men are not scared. If where they see 
chances are very slim, they go for it. We over analyse and we don’t take that step. (15) 
Women need to stop being apologetic or minimizing themselves. Because what I have seen 
as women, we are very comfortable just doing being and we do not want to take the glory. As 
women we are apologetic all the time. We are more comfortable being just below. Culturally 
the man is the head of the house and the women is below. That comes into the work. I have 
some women in the bank whom I am mentoring, and I want to uplift them and teach them to 
stop minimizing and be more assertive (17) 
 I need to be a lot more assertive, it is difficult because it is a habit that I learned over the 
years and for most part of my life and being me (17) 
Women are not forceful enough (9) 
we are not firm enough. (15) 
One of my issues is that I am very domineering, I need to be more assertive. (16) 
We are always second guessing ourselves (5). 
2.4 Life is also exciting  
It is challenging but it is exciting at the same time. Every other day there is a new challenge 
(4) 
…one of the words is challenging, it is challenging but also exciting …(17) 
It is interesting as well as challenging at the same time and it has advantages…. (13) 
I love my job (6) 
I enjoy my job (4) 
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3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive  
3.1.1.1 Right qualifications 
For me it was my MBA (4).  
So what I do when I don’t think I know, I go to school, l am forever studying so that I am 
sure of what I am doing and that I am doing it right. MDP then MBL (5) 
And through my MBA study it was more than education to me. The interaction and the 
syndicate helped in terms of leadership. (16) 
As part of the MBA Leadership. We had 3 lecturers. Also business simulation. (She 
can’t remember their names but will send it to you) (16) 
So as long as you meet those qualifications and experience and your performance meets 
the set criteria, there is a percentage level, because we have a performance appraisal so 
as long as you meet that as a woman you can be promoted (1). 
So a lot of us will do the undergrad, honours, masters and then maybe you want to further 
that, but I don’t think a lot of us, particularly “Techies” have thought about how to become 
a well-rounded technology leader which often requires you to dabble in the soft skills as 
well (3).  
Of course you have to have some form of educational background (15)  
3.1.1.2 Broad business understanding (no silos) 
Learn how the business is operating (14)  
Know the structure (14) 
Know how you are relevant where you are (14) 
Are you contributing anything?(14) 
What is the impact you are having? (14) 
The Execs – how did they climb the corporate ladder? (14) 
What did they study? (14) 
How did they go through the system? (14) 
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3.1 Build and display competence  
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.2 Broad business understanding (no silos) continued… 
The biggest one apart from understanding the business and having the correct skills like 
finance and law would be people skills. That emotional intelligence, social intelligence that 
is what I believe is the differentiater (7). 
3.1.1.3 Technical/functional expert 
So you have got your technical ability and that enabled you to do your work and work hard 
and smart. From a leadership point of view and a people management point of view and 
having followers that are prepared to follow you that were the enablers (1).  
Exceptional performance would be technical and leadership because you have to combine 
those two. You have to be a leader and also an expert in your area to ensure that you are 
able to pass that message to other people who you are supervising (2) 
I think at the technical level that’s where it would start because I always tell them 
leadership management is not about being at the top of the organisation, but it is about 
being the best at your level. So if you are the best that you can be at your level, you can be 
a manager. You can be a leader because you know that you are not just doing this for fun 
or half done things everything must be thorough (6) 
Know your stuff. (14) 
The biggest one apart from understanding the business and having the correct skills like 
finance and law would be people skills. That emotional intelligence, social intelligence that 
is what I believe is the differentiator (7). 
Off course you have to be technically competent so that the people have confidence in you 
to lead them and on top of that managerial skills are quite essential, you have to lead by 
example. I think that has been my strongest point honestly I can say that for myself (1), 
Someone vigilant because in our area we cannot afford to make mistakes, you cannot 
come out with a analysis report that does not give the full picture of the institution because 
it will bring a bad reputation on the bank because it will be viewed by the external people 
(2) 
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3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.3 Technical/functional expert continued… 
So you have got your technical ability and that enabled you to do your work and work hard 
and smart. From a leadership point of view and a people management point of view and 
having followers that are prepared to follow you that were the enablers (1).  
Exceptional performance would be technical and leadership because you have to combine 
those two. You have to be a leader and also an expert in your area to ensure that you are 
able to pass that message to other people who you are supervising (2) 
So a lot of us will do the undergrad honours, masters and then maybe you want to further 
that, but I don’t think a lot of us, particularly “Techies” have thought about how to become a 
well-rounded technology leader which often requires you to dabble in the soft skills as well 
(3).  
I think at the technical level that’s where it would start because I always tell them 
leadership management is not about being at the top of the organisation, but it is about 
being the best at your level. So if you are the best that you can be at your level, you can be 
a manager. You can be a leader because you know that you are not just doing this for fun 
or half done things everything must be thorough (6) 
Know your stuff. (14) 
The biggest one apart from understanding the business and having the correct skills like 
finance and law would be people skills. That emotional intelligence, social intelligence that 
is what I believe is the differentiator (7). 
Off course you have to be technically competent so that the people have confidence in 
you to lead them and on top of that managerial skills are quite essential, you have to lead 
by example. I think that has been my strongest point honestly I can say that for myself (1), 
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People assume senior positions up to a certain level which is head of division level on the 
basis of superior performance so you have to be better than your peers, there has to be a 
position available where you met the set qualifications the set competencies. So as long as 
you meet those qualifications and experience and your performance meets the set criteria, 
there is a percentage level, because we have a performance appraisal so as long as you 
meet that as a woman you can be promoted (1). 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.3 Technical/functional expert continued… 
Of course you have to have some form of educational background (15)  
Secondly you must be to understand the business that you are in. You must understand 
business strategy not just financial. (8) 
Learn how the business is operating (14) 
Yes, you have to be more strategic and general business. (15) 
Yes, you have to be more strategic and general business. (15) 
3.1.1.4 Out-of-the-box thinking/strategic thinking/innovation  
Just the ability to think out the box, more broadly. Some people would always confine their 
horizon, but others would look at the broader horizon. That would differentiate them (1). 
it stops being about operational anymore so we cannot have someone in that position 
purely operational (4) 
You can’t just be a functional manager that knows their work but strategically you must be 
able to lead the organisation (8) 
lead the organisation to be flexibly and agility respond to the strategic changes in the 
market. (8) 
It cannot be generally but most of the woman they do not have the managerial strategic 
skills which men are good at. (10) 
Yes, you have to be more strategic and general business. (15) 
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Yes, you have to be more strategic and general business. (15) 
We are more operational. CEOs are not operational. We are more hands on. Women need 
to be trained to be more strategic (14) 
I think women the way we are, we are good with clerical issues, I am not sure if it is a skills 
gap but that strategic managerial thinking we do not have. (10) 
Strategic thinking is needed (16) 
innovation (women want to do the routine, not try new stuff). (16) 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.5 Leadership  
The first one would be leadership ability. You must be in a position to lead, not just the 
organisation, but the individuals with their diverse skills. (8) 
As long as you have leadership skills (12) 
leadership skills. More than education the soft skills (like leadership) is important (16) 
with them you can work together to form a vision of where you like to see the organisation 
going. (12) 
It off course depends on the level but right there at the top, you know that everyone is 
looking up at you to form a vision and that vision should be sound enough for all of down 
there to believe in and to see that it is going to lead us where we want to and even at this 
level you have to be seen to lead people to get to where they want to go. (12) 
You must also be able to influence people.(15) 
Leading by example. You know when you are a person of integrity, high integrity leading 
by high standards; you set high standards for yourself. So if you live by those standards 
people tend to look up to you, to get something from you. To follow you because you are 
setting high standards, principles, you are a principled person, I think all of that contributed 
to putting me where I am. (1) 
Leadership (17) 
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Influence (17) 
I would like to go to more leadership courses because what I have noticed in my personal 
development is that I need to expose myself more on the leadership journey. (15) 
So I would absolutely say do take executive development courses, do leadership also (3). 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.5 Leadership continued… 
The second phase of this project is leading others because that is where we say we have 
people who are good performers where they are and when we promote them to a 
managerial position, find that they are not really able to manage other people. They even 
though technically they tick the boxes but in terms of getting results through people that 
are where the problem comes in. And we end up frustrating otherwise very good people 
because we want them to grow and perhaps we are moving them in the wrong direction to 
begin with (4) 
Exceptional performance would be technical and leadership because you have to combine 
those two. You have to be a leader and also an expert in your area to ensure that you are 
able to pass that message to other people who you are supervising (2) 
Off course you have to be technically competent so that the people have confidence in 
you to lead them and on top of that managerial skills are quite essential, you have to lead 
by example. I think that has been my strongest point honestly, I can say that for myself 
(1), 
OK, I think for Lesotho what is needed in terms of education, I think the education it is 
more on managerial and leadership skills.  
The last stage of the training that is when we offer them it is called ”leading the 
rganisation” that exco level or very senior leadership role is beyond you and your team but 
you look at where you fit in, how you can come in to play in other areas of the business 
that we are in (4). 
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3.1.1.6 Manage people/get the best out of people  
Someone that is able to manage people, someone who will make sure that people produce 
quality work (2) 
So it must be someone who is able to mix and give people a chance to excel themselves 
because in that way you are able to see the strength and weaknesses of people, someone 
who is more of a leader. If you give people the opportunity to excel you will see their best 
work (2) 
The right people working with you (12) 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.6 Manage people/get the best out of people continued… 
They just have to must just realise that the higher you go the more responsibility you have, 
so when you are looking at a section, you only have those few people, then you are a 
division head you have four sections, the you are a Head of department, know you have 
divisions and you have sections. So you have to keep looking at wider scale so that you 
assume that difference, now I am not concentrating only on my department but I have to 
look at bank wide responsibilities, meaning that if I had to make only a decision for my 
department now I have to think it would affect the other departments also. So basically it is 
that your responsibility becomes wider and you must look at the broader picture (1). 
It cannot be generally but most of the women they do not have the managerial strategic 
skills which men are good at. (10) 
so what we do in that space we just give them soft leadership skills in terms of how you 
manage teams, understand new people, coaching, how they coach their team leaders, 
those are the kind of things we give to them (4) 
I need to learn to be more patient, I need to learn myself to allow myself to go through the 
stages with the other person to understand why they are not doing what I am expecting so 
that I can learn why I am not getting the results and how I can assist. Example of someone 
not performing. (12) 
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Of course you have to be technically competent so that the people have confidence in you 
to lead them and on top of that managerial skills are quite essential, you have to lead by 
example. I think that has been my strongest point honestly I can say that for myself (1), 
OK, I think for Lesotho what is needed in terms of education, I think the education it is 
more on managerial and leadership skills.  
3.1.1.7 Soft skills 
So a lot of us will do the undergrad honours, masters and then maybe you want to further 
that, but I don’t think a lot of us, particularly “Techies” have thought about how to become a 
well-rounded technology leader which often requires you to dabble in the soft skills as well 
(3). 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.7 Soft skills continued… 
The biggest one apart from understanding the business and having the correct skills like 
finance and law would be people skills. That emotional intelligence, social intelligence that 
is what I believe is the differentiator (7). 
3.1.1.8 Personal mastery 
and the course is not about anything but self. So it was about me and realising some 
things about myself and how I relate with my colleagues and people reporting to me and 
understanding the position I am occupying and now the responsibilities of the company in 
relation to the position (4) 
An initiative with Prof at UCT. Leadership course with a difference. It was a spiritual 
journey into yourself (5) 
They must own their ambition (13) 
Women need to stop being apologetic or minimizing themselves 
Believe in yourself despite the circumstances (10) 
Don’t be sacred to fail. It is okay to fail while the effects are small on the business (13) 
Love yourselves at all times (16) 
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Believe in yourself (12) 
You also need to get constant feedback, so you know where to improve and what you are 
good at. (10) 
Work on self: not a lot of emotions, more a calm person because it is a hectic road and 
one has to have clarity of mind all the time (17) 
so you were taught self-discipline at that level where you do not have to be guided all the 
time but you have to know how to guide yourself and be accountable at a very early age of 
life in network as well. (6) 
Love yourself, because if you love yourself you will be able to love everybody around you. 
(16) 
Since the journey to the top is very difficult, our spiritual being is very important. (16) 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.8 Personal mastery continued… 
Have certain groups. Meditate. Take time to yourself to talk to if you believe in God or 
whatever your belief is, hold on to it and practice it, also meditate and have me time, the 
journey to the top is very difficult and you are going to need all the help and support you 
can get. It will also help you to cleanse your soul and be in a better space at all times (16).  
3.1.1.9 EQ 
The biggest one apart from understanding the business and having the correct skills like 
finance and law would be people skills. That emotional intelligence, social intelligence that 
is what I believe is the differentiator (7). 
Of course as a woman leader there will always be that thing that you must not allow 
yourself to feel too much (1) 
Women are weak at emotions (15) 
Control my emotional intelligence so that I can come across as more mature. I am busy 
doing it but need to practice more especially if I am going to lead people. (16) 
We start off with leading self who entails things like emotional intelligence (4)  
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There was one on Emotional Intelligence. (7) 
EQ was part of a leadership training that was done by HR. (7) 
I have been on one course that was held here, LMDP it was presented in-house but they 
brought in a consultant. It was a good course, you know there are certain things that you 
know as a person but when they are taught in a classroom setting and you see how they 
are linked to you conducting yourself at work, like your EQ and social skills how you use 
them, what effect they can have on you, how you can differentiate between your social and 
work life. (12) 
I have realised that most women are more emotional because they have a lot on their plate 
at home and at work, they have to distinct between how we conduct ourselves when we 
are at work and when we are at home or at the society and often we mix the issues, when 
they are angry at work they take it home. So I think if woman can be taught how to control 
their emotions. Where and when we have to exercise which attitude. (14) 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.9 EQ continued… 
Emotional intelligence I think that should be instilled from a very young age.  
3.1.1.10 Executive presence/Confidence/Gender 
equality/Assertiveness/Communication/Express yourself 
I think it is a cultural thing because generally we would have to be calm, demure, not too 
aggressive or too that or too this, and subservient. So we need to come out more. We 
have that ability in us but I blame it on the culture, but you get the few that will challenge 
the status quo (4). 
That men are not superior to women, you will get into organisations, you will see it, you will 
hear it, that people will expect to treat men with more respect than women, I think that is 
silly (13).  
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Teach women that they are equal to men and often even superior and that is OKAY, it 
should not be something that we shy away from. I think the starting point is that we are all 
human beings beyond gender roles and qualities, and we should look at ourselves like that 
before we look at ourselves as men or women. I do not find the relevance of gender at 
work. I think we need to devalue the importance that culture has given to gender. (13) 
expressing ourselves, communication (15) 
we are not firm enough. (15) 
One of my issues is that I am very domineering, and I need to be more assertive. (16) 
Women need to stop being apologetic or minimizing themselves. Because what I have 
seen as women, we are very comfortable just doing being and we do not want to take the 
glory. As women we are apologetic all the time. We are more comfortable being just below. 
Culturally the man is the head of the house and the women is below. That comes into the 
work. I have some women in … Bank whom I am mentoring, and I want to uplift them and 
teach them to stop minimizing and be more assertive (17) 
They must own their ambition (13) 
Listen, communicate (16) 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.10 Executive presence/Confidence/Gender 
equality/Assertiveness/Communication/Express yourself continued… 
There is a lack of belief in oneself. You can’t train someone to have confidence in 
themselves but that is where we are missing. I think for most women (4). 
It is about confidence. (9) 
But maybe sometimes as a woman I think we need to trust ourselves and we need to be 
brave enough (15) 
Still confidence would be one of the main things because in terms of education women are 
more educated than men. (16) 
Confidence (16) 
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Doubt is just that - doubt. (13) 
Act against the feelings of doubt and emotions of that you will not do well. (13) 
You will always be okay. (13) 
Be there and tell everyone what you want; (16) 
they should hear you. It is not a joke that you want that CE position. Express yourself 
clearly and develop yourself. (16) 
presentation skills are more critical when you are at the leadership level because now you 
are always exemplary, you have to be present, you are more visible so there is no way you 
are just a nobody (6).  
how we appear more than anything (17) 
SA women and you think this person is out there, it’s almost, you know when someone 
walks into a room and you feel their presence. They are out there and not afraid to be 
heard. That is what we lack here (4), 
I think it is a cultural thing because generally we would have to be calm, demure, not too 
aggressive or too that or too this, and subservient. So we need to come out more. We 
have that ability in us but I blame it on the culture, but you get the few that will challenge 
the status quo (4). 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.10 Executive presence/Confidence/Gender 
equality/Assertiveness/Communication/Express yourself continued… 
Most of the time it is about how you present yourself (6). 
3.1.1.11 Political savvy/Network connections 
CEO: GOVERNOR: Position * Economist. *Smart (Dr’s) *Intelligence . Right standing with 
government. Who you know (Networking) Social capital again. Who has my back. Party 
Political. (9) 
353 
3. A recipe to overcome barriers and break the glass ceiling 
You will have to learn politics, politics are very important so you will have to align properly, 
sometimes it is not what you know but who you know, you have aligned with. (15) 
It is also about managing your political affiliations and about how you use them effectively 
to get you where you want to go. (16) 
Don’t shy away from office politics; they are there for a reason. (16) 
You find we always want to be the nicest ones. When things need to be addresss then we 
say let’s discuss it later. Don’t be afraid to broach “uncomfortable” topics, always wanting 
to be (16) 
politics, (12) 
CEO: GOVERNOR: Position * Economist. *Smart (Dr’s) *Intelligence . Right standing with 
government. Who you know (Networking) Social capital again. Who has my back. Party 
Political. (9) 
It is also about managing your political affiliations and about how you use them effectively 
to get you where you want to go. (16) 
3.1.1.12 Integrity/Ethical  
And then their integrity those are key points. A person of your word. That would 
differentiate them (1). 
3.1.1.13 Manage time and balance/Work-life balance 
How to manage their time – home time things like cooking supper and sick children should 
not interfere with work things and time.(14) 
3.1 Build and display competence 
3.1.1 Competencies required to be in place to be a woman executive 
3.1.1.13 Manage time and balance/Work-life balance continued… 
If you have babies try to balance life so that you can be there for the baby but also keep 
your career. When you are at work, be fully at work and when you at home, be fully at 
home. (10) 
Discipline and time management are very important. Manage your time so that you never 
have to take work home (15) 
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They should balance work and family. Don’t feel guilty about your family, you also count. 
(16) 
Have a life. Don’t be swamped by the work and then you find the time has gone. (16) 
3.1.2 Specific training needs of women in management in LFS 
I have realised that most women are more emotional because they have a lot on their plate 
at home and at work. We have to distinguish between how we conduct ourselves when we 
are at work and when we are at home or at the society and often, we mix the issues. When 
we are angry at work, we take it home. So I think if women can be taught how to control 
their emotions. Where and when we have to exercise which attitude (14). 
(I would like to learn how to) control my emotional intelligence so that I can come across 
as more mature. I am busy doing it but need to practice more especially if I am going to 
lead people (16). 
Women are weak at (managing our) emotions (15). 
I need to learn to be more patient, I need to teach myself and allow myself to go through 
the stages with the other person to understand why they are not doing what I am expecting 
so that I can learn why I am not getting the results and how I can assist. For example, 
when someone is not performing (12). 
(Teach women) how to manage their time. Home time things like cooking supper and sick 
children should not interfere with work things and time (14). 
Teach women that they are equal to men and often even superior and that is OKAY. It 
should not be something that we shy away from (13).  
3.1 Build and display competence 
3.1.2 Specific training needs of women in management in LFS 
I would like to go to more leadership courses because what I have noticed in my personal 
development is that I need to expose myself more on the leadership journey (15). 
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3.1.3 How leadership should be developed 
3.1.3.1 Grab opportunities/Put yourself forward/Show up/Say I want it 
If you do what you like opportunities will just flow in and you must grab them as you grow 
because as you learn new things that is of interest to you, you want to study more and find 
out more (2). 
Treating them similar to men and involving them, because how are you ever going to work 
on something if you are not given the opportunity (13) 
Yes, because what you are taught in class in for instance a leadership programme you can 
only see how well you have done and improve on it if you physically use it and combine it 
with Mentorship (2) 
It is just hard work, but I also say if you look at the way we try to capacitate the heads of 
department, I would say with the experience that they have had given the opportunity they 
could also assume those senior positions. They have been well trained they have been put 
through the steps (1) 
Secondly, I love to get stuck in and I have been employed by an employer who has really 
allowed me to get stuck into things, so the more complex the projects became, the more I 
felt like I had the confidence to actually push ahead and lead these initiatives (3) 
To be given that opportunity to present yourself so that you can have that experience (10) 
Let’s say in my position there are two of us and we have work to do don’t automatically 
give the more difficult task to the man to do, our tasks should be the same so that you can 
see what he can do you also can. So you must give the woman equal opportunities. (12) 
I think one is through experiences. When I was first appointed as head of business 
banking, I was still not sure whether I could do the job. I was handed over an opportunity 
and so that was a lot of experiences because that was moving from managerial to 
leadership and that was such a big gap (17) 
I think the best way to develop woman is to engage them (11) 
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3.1 Build and display competence 
3.1.3 How leadership should be developed 
3.1.3.1 Grab opportunities/Put yourself forward/Show up/Say I want it continued… 
I think that is the biggest challenge because in corporate you have to change who you are 
and be guarded because you know that if you are open it does not help you because you 
can’t go to somebody and tell them that you are interested in becoming the CEO and ask 
for their support but a man will go to his peers and friends and tell them that he is eyeing 
that thing and I need you to back me up. (7) 
Young people should also expose themselves more. As a Basotho nation we are not fond 
of exposing ourselves. Exposure is very important because through exposing yourself you 
learn things that you would ordinary not. Explore and see what the world has to offer. Don’t 
limit yourself. People from ZImbabwe is not afraid to try new things. They will come from 
Zimbabwe to Lesotho and be the CEO of the company. Travel to US. The world is no 
longer separate it is one thing. Don’t limit yourselves. (15) 
3.1.3.2 General exposure/workshops/meeting with peers 
Exposure, workshops, meeting with peers the bank is also very good at allowing us to visit 
other central banks in the areas where we do the same kind of work just to go and learn 
from the experiences of others (1). 
I have not been exposed that much but when I was still at Bank3 we use to get exposed 
not only to our area but executive committee’s so that exposure did help where you find 
that you sit with the senior people in that committee and because you are a young person 
you are trusted that you are bringing a positive impact into that committee. And also by the 
Head of Risk position there are some committee’s where I have to be the chair of that so I 
have to be a leader in that committee such as the risk committee and the credit risk 
committee, so those as well they have helped. I started in this position first at Bank2 and 
then I moved over to the Bank3 and the committees were there. It was being the chair of 
the committee that really helped to develop me, you must remember you have to be firm, 
there is an agenda, and you have to make decisions, you can’t just be lukewarm and you 
have to lead the people even if they get out of control you have to calm them down again 
and discuss the issue at hand. (15) 
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3.1.3.3 Courses and Interventions 
So I would absolutely say do take executive development courses, do leadership also (3). 
3.1 Build and display competence 
3.1.3 How leadership should be developed 
3.1.3.3 Courses and Interventions 
For me these executive management courses are actually like subject matter stuff. I am 
learning things such as business process management how you do that, operations 
management. So I am still beefing up on knowledge through these executive management 
courses (3).  
For starters it would be that MDP course that I am going on (10) 
we actually now do have a programme where we groom our middle management for 
leadership positions for the future and it is actually a three-phase process (4). 
3.1.3.4 Qualifications 
For me it was my MBA (4).  
So what I do when I don’t think I know, I go to school, l am forever studying so that I am 
sure of what I am doing and that I am doing it right. MDP then MBL (5) 
And through my MBA study it was more than education to me. The interaction and the 
syndicate helped in terms of leadership. (16) 
As part of the MBA Leadership. We had 3 lecturers. Also business simulation. (She can’t 
remember their names but will send it to you) (16) 
3.1.3.5 Life-long learning/Continuous Growth and Development 
So it is through continuous training that one gets better and better (1) 
So what I do when I don’t think I know, I go to school, l am forever studying so that I am 
sure of what I am doing and that I am doing it right (5). 
I did lots of courses. Studied a lot (14) 
Improving on your qualifications (16) 
Definitely they have to go to school (15) 
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Keep abreast with what is happening in the economy, in your career, in the business world 
so at least you know what is happening around the world. (10) 
Develop yourself (16) 
Absolutely, so you never stop learning (3) 
3.1 Build and display competence 
3.1.3 How leadership should be developed 
3.1.3.5 Life-long learning/Continuous Growth and Development continued… 
And then learning from everyone, respecting people. (7) 
I do not think it is just one thing that you can do tomorrow you need to be groomed into 
doing that and let people do the clerical things and think strategy. (10) 
So I would absolutely say do take executive development courses, do leadership also (3). 
3.1.3.6 On-the job training/Practicing skills back at the workplace 
Managerial skills are very complicated because you have to learn it on the job as you go, 
it is not easy to say “I am going to learn a managers course in this area” as you interact 
with people you know how to approach things and as you grow in years as well and 
depending on the environment you are living in, you learn how to approach other people 
and that brings in the maturity of addressing issues (2) 
It has to come from within, you cannot expect to be taught leadership, and just practise it, 
you have to do it in order to see and gauge where you’re at. As you are given more 
responsibilities you are in a better position to assess whether you were successful or not, 
then you learn if there were challenges along the way they do not kill you rather they give 
you strength to take a more difficult step and if you are successful then it means that it is 
possible. So there are more possibilities, that I can learn the more difficult stuff (2) 
So you don’t see it as a course you go on, you see it as experiential ? Yes (2) 
Yes because what you are taught in class in for instance a leadership programme you can 
only see how well you have done and improve on it if you physically use it and combine it 
with Mentorship (2) 
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But then off course like any training it will show results only after a certain period of time 
and them people go back to the old way of doing things especially because we work under 
tremendous pressure (4). 
3.1 Build and display competence 
3.1.3 How leadership should be developed 
3.1.3.7 Self-learning (DIY) 
And the second one, which is kind of what I am still doing now, is my own personal 
executive development. So I am trying to understand the business holistically as opposed 
to just understanding my qualification or my profession has really helped me in terms of 
translating goals because now is also quite a challenge, I’m being promoted to leading 
people you know how to translate what you would normally intuitively understand to 
somebody that don’t think like you. So these things have at least helped me to create 
goals, I did not think I would have a problem, but I did. And being explicit and 
communicating fairly (3).  
I am a reader and I do a lot of reading. And also learning to ask the right questions at the 
right moment and for the situation, because the kind of questions that you ask will lead 
you to the outcome (5) 
Also becoming a sangoma. Sangoma help me with coaching (5) 
3.1.3.8 External Immersions  
There is something that is maybe unique to me but it has really helped me to understand 
the environment we operate in, and that has been immersing me in the up and coming 
entrepreneurship circle that is happening in the country. I normally get called to panel 
discussions , I am attending one tomorrow, I normally will also be a moderator for some of 
the other tech things that are happening or MC4, the first ever girls in ICT there are 
thousands so that was the that first ever celebration of the day. It has just helped round 
my appreciation of what is happening in the country, how I could contribute to the broader 
community. You can always bring it back. . I have started prompting people to do a lot of 
side things as well. So don’t just come to work and work, be interested in other things. 
Because that is actually how ideas permeate within the organisation and innovation as 
well is easier to do when there are other people around you that do what you do (3) 
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I have been the treasurer of the golf club and it has helped me a lot, it is a male dominated 
environment, but being there for so long and dealing with men it has helped me to lead 
even though it is stake holder leadership. (16) 
It helped being a mentor and a coach to my nieces and nephews. (16) 
3.1 Build and display competence 
3.1.4 Stokvels/Societies 
Yes it is formal, what we did is get together positive people. We call them societies. 
Currently we have this group of ten women and we wanted to start a business to explore 
other things apart from our work. So we started this company that sells paraffin but we 
normally have sessions where we meet as women to get different perspective from other 
woman, it helps to be with other woman and not always on your own. So we learn about 
different people and how to run a business. It is also a way to combat unemployment. We 
think of ideas of what we can do and we advise each other. Learn different personalities, 
how to run a business, how to be entrepreneurial. We went Cape Town together (15).  
We have started a company of about 10 ladies mainly in the financial sector and that is 
also a leader. (16) 
3.2 Working Hard and Smart with Passion 
3.2.1 Hard work/smart 
I would advise them to do everything with passion; you cannot force a subject to be of 
interest to you. If you do something you do not like you will not do it with passion (2). 
Hard work that earned me the promotions and it is the system that operates in the bank. 
(1). 
work hard (7) 
Worked hard and smart. (14) 
You have to do your part and work hard. (15) 
So you have got your technical ability and that enabled you to do your work and work hard 
and smart. From a leadership point of view and a people management point of view and 
having followers that are prepared to follow you that were the enablers (1).  
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3.2.2 Excellence at work  
Exceptional performance would be technical and leadership because you have to combine 
those two. You have to be a leader and also an expert in your area to ensure that you are 
able to pass that message to other people who you are supervising (2) 
Doing the best I could in my job. 
People assume senior positions up to a certain level which is head of division level on the 
basis of superior performance so you have to be better than your peers, there has to be a 
position available where you meet the set qualifications the set competencies (1).  
Also the commitment to do my work to the best of my ability that is always what has driven 
me (1).  
I think at the technical level that’s where it would start because I always tell them 
leadership management is not about being at the top of the organisation, but it is about 
being the best at your level. So if you are the best that you can be at your level, you can be 
a manager. You can be a leader because you know that you are not just doing this for fun 
or half done things everything must be thorough (6) 
3.2.3 Delegation 
I am the kind of person who, when something is not going my way, I get impatient and tend 
to just take it and do it myself. (12) 
3.2 Working Hard and Smart with Passion 
3.2.4 Delegation 
There were lots but what really stood out for me was that if you are a manager you must 
plan and plan to use your time wise, then you will not have to still sit at work while your sub 
ordinates go home. You should not be doing their work but managing their work. Plan their 
time, the minute there is extra time you must check what has gone wrong, because the 
managers often work the whole day and then still take work home which is wrong, they 
should fit all their work in to 8 hours, you should differentiate between normal and peak 
hours and if your work always falls in peak there is something wrong – but with you, not 
the organisation. (14) 
Give the people work and believe in them, don’t do it for them. (14) 
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I should be able to delegate, trust people, those are the issues that you find in most cases. 
(16) 
As woman we tend to overload ourselves with work. We don’t delegate and trust people. 
(16) 
3.2.4 Passionate/Love my job 
I would advise them to do everything with passion; you cannot force a subject to be of 
interest to you. If you do something you do not like you will not do it with passion. If you do 
what you like opportunities will just flow in and you must grab them as you grow because 
as you learn new things that is of interest to you, you want to study more and find out more 
(2). 
You must love what you do. You must have a passion for your work those are the key 
ingredients (4). 
So that is why I do extra readings I have to appreciate what every area of the bank is doing 
so that I understand so I don’t just work in a vacuum I have the whole picture of what is 
happening around me. So that is what keeps me going. Loving my job and gathering all 
information that will help me (6) 
3.3 Build a support network at work  
3.3.1 Find a mentor  
Over and above the sponsor I would also like a mentor that can give me feedback. (16) 
We do not have a mentoring programme here and that keeps us a bit back, because from 
the mentees we will be able to recognise an exceptional performance then you 
can.........that by growing the ladder (2) 
Yes because what you are taught in class in for instance a leadership programme you can 
only see how well you have done and improve on it if you physically use it and combine it 
with Mentorship (2) 
Luckily for me I also have a mentor. I think that has been exceptional, because he sort of 
calms me down and he has also showed me that the road is still very long ahead (3) 
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The unfortunate thing about Lesotho is that there is not a culture of mentorship and 
coaching although it is slowly being introduced in work. (13) 
I believe that it is coaching and mentorship (17) 
To mentor them (11) 
3.3.2 Find a sponsor 
That person that will take a risk on you and say I am ready to sponsor this person. (15) 
Another important thing is to at a very young age, identify a sponsor, either in the form of a 
mentor or somebody that can elevate you because it is very important who you know, that 
person will always stand up for you even if they themselves doubt it a bit so it is actually 
that they will believe in you and be willing to take a risks. (15) 
sponsor. Over and above the sponsor I would also like a mentor that can give me 
feedback. (16) 
3.3.3 Build a network /relationships 
Networks. Build relationships. (14) 
Had to establish my own networks (4) 
Networking is very important. Men do that very well. (7) 
3.3 Build a support network at work  
3.3.3 Build a network /relationships 
Then now here at work other relationships beyond my team so if I need anything from 
anybody, any skill or any support with the work that I do I can just call someone and say 
can you please come, I am doing this and I don’t think I can crack it then they always come 
and help me. They don’t feel like the boss is calling it is like somebody needs help and why 
not just go and help them. So that easy way of relating with people (6). 
3.3.4 Women need to support each other 
I think it is more of capacitating each other.  
364 
3. A recipe to overcome barriers and break the glass ceiling 
Also, in Lesotho culture we tend to have classes. Women are bitches they don’t stand 
together, they are always badmouthing each other, we do not have the same trust 
between us as men have. A lot of hatred amongst them. (12) 
We are not empathetic as a nation. When you get to those positions you will find that we 
sabotage each other rather than supporting each other (women). (16) 
3.4 Build a Support System at Home 
3.4.1 Find a good nanny 
I do have a full-time nanny (10) 
My nanny prepares food during the day but then I take over when I get home and cook the 
meals. She cleans and takes care of the laundry and the kids when they are not in school 
(11).  
I have a person (a nanny) that assists me at home who is a great help to me (14).  
my nanny cooks, (7) 
Yes my maid is very good (6) 
I think the first thing would be that child support, that nanny thing that I keep referring to. I 
am aware that in other parts of the world it is extremely expensive. Woman when they 
have a child must have a lot of money to pay nannies, so we have that advantage that it is 
affordable, and I think that gives us an advantage. That is unique to Lesotho. (7)  
I also have a full-time nanny. (15) 
3.4 Build a Support System at Home 
3.4.1 Find a good nanny continued… 
I have a nanny. Not as reliable. I have to be present. I cook a lot at home. I need to get a 
professional cook. I can see it is becoming too much (17) 
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3.4.2 Find a good support system at home (husbands, parents) 
3.4.2.1 Husbands 
My husband does help around the house. I am blessed. He knows how to clean. He 
assists with the cleaning. He does not take care of the kids. We have to negotiate in that 
regard. And I have to ask for help. But generally, he tries to help (11). 
I mentioned that my husband works here, and he is aware off the pressure because there 
are peak times, and he knows that in those peak times we have to work extra hours (14).  
My husband is a whole lot more involved. He does the homework with the kids (7) 
my husband is cool with the nanny cooking because for many other women the husband 
can demand that the wife cooks the food or I want my wife to wash my clothes, so to get to 
the stage where he is happy with you doing what you doing, studying, getting home late it 
takes a lot of growth and a very open minded person to support you. I realize that I am 
lucky to have that and that it is not common (7) 
My husband is very supportive. If he was not as supportive, I would not be able to do this 
work (17) 
3.4.2.2 Parents 
My parents also support me being a career woman. I have only mothers on both sides and 
I give them feedback, tell them what is happening (10) 
but my mother also helps to take care of my daughter (10). 
My mother helps me out during school holidays (15)  
A good support system is also very important because you will find when you have 
challenges it will be easier if you have a support system in place. (15) 
I do have a good support system at home. (17) 
3.5 Step up to the plate 
I need to show up, tell people what I actually want and how I have done so far to prove that 
I actually want to be there. They should hear you. It is not a joke that you want that Chief 
Executive position. Express yourself clearly and develop yourself. Be there and tell 
everyone what you want” (16).  
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The onus is on us (women) to apply, take opportunity. Put yourself forward (8). 
(My secret was) I applied for positions (14). 
We should just apply for these positions. You will find that even if these positions (CEO) 
are open, hardly any woman applies. Even now for the …. CEO position, I think very few 
women applied, if any. Women must go for it (15).  
I need to be a lot more assertive. It is difficult because it is a habit that I learned over the 
years and for most part of my life (17). 
Women are not forceful enough (8). 
We are not firm enough (15). 
We need to be more assertive. We must own our ambition (16). 
Women need to stop being apologetic or minimizing themselves. Because what I have 
seen as women, we are very comfortable just doing being and we do not want to take the 
glory. As women we are apologetic all the time. We are more comfortable being just below. 
Culturally the man is the head of the house and the women is below. That comes into the 
work. I have some women in ….. Bank whom I am mentoring, and I want to uplift them and 
teach them to stop minimizing and be more assertive (17) 
They must own their ambition (13) 
Teach women that they are equal to men and often even superior and that is OKAY, it 
should not be something that we shy away from. I think the starting point is that we are all 
human beings beyond gender roles and qualities, and we should look at ourselves like that 
before we look at ourselves as men or women. I do not find the relevance of gender at 
work. I think we need to devalue the importance that culture has given to gender. (13) 
3.6 Educate others (men/children/families) 
3.6.1 Educate men 
How do we transform men as well to see that they need to help woman in this (16)  
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3.6 Educate others (men/children/families) 
3.6.2 Educate children 
Maybe it has to start at the grass roots, in school, the education system should be more 
“open” that will expose children more to the new environment we live in (2) 
OK, I think for Lesotho what is needed in terms of education, I think the education it is 
more on managerial and leadership skills. Emotional intelligence I think that should be 
instilled from a very young age. Mostly you will find that it is Physics, Math, History all 
those things but they don’t teach how to be self-disciplined or able to coach myself in life. 
So the reality of life should be taught from an early age. This is how life is going to be, one 
day you will be a manager, you will have to lead a meeting you have to be taught from a 
very young age debates and all those things. They are not taking it seriously as they did in 
the past. In the past there would be competitions, schools would be meeting but know you 
see that going down. So once a person does not know how to debate, what can they do as 
managers because you need negotiation skills and be able to stand for yourself? So I think 
it is more on communication and presentation skills. Most of the time it is about how you 
present yourself (6). 
And to teach other girls how to become leaders, (14) 
We must also start with the upbringing of children and the “cultural” differences, boys must 
be brought up to realize that woman can do everything they can do and get rid of this 
“cultural” old way of thinking that they are the best (16) 
3.6.3 Educate/negotiate/contract with families 
For example, at a funeral, females are expected to do a number of things. Can only be 
done by females. Being there from a Wednesday to Sunday for a funeral. But as a working 
woman you don’t have the luxury of being there. The family you married into will frown 
upon you. You are not outside with the big pots cooking with the others. You only come on 
Saturday morning. What kind of women are you? (8)  
You are predominantly the caregiver, so it takes a lot of negotiating and a lot of growth 
from setting up your family life to supporting all these things (7).  
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Sometimes you need to decide otherwise you will not be able to strike a balance to juggle 
balls in the air. (8) 
3.6 Educate others (men/children/families) 
3.6.3 Educate/negotiate/contract with families 
If you have decided, you want to be a professional woman you need to know the 
expectations and then communication. I have had to sit my mother down and have a 
discussion early on. I have chosen to have this kind of life and these are the demands on 
me. So I will not be able to do 1,2, 3 but I can do this. So we need to agree what are the 




4. Leadership development interventions in place for women in management in LFS 
4.1 4.1 Valuable Interventions already in place 
4.1.1 4.1.1. Courses and Interventions 
So I would absolutely say do take executive development courses, do leadership also (3). 
For me these executive management courses are actually like subject matter stuff. I am 
learning things such as business process management how you do that, operations 
management. So I am still beefing up on knowledge through these executive management 
courses (3).  
For starters it would be that MDP course that I am going on (10) 
we actually now do have a programme where we groom our middle management for 
leadership positions for the future and it is actually a three-phase process (4). 
4.1.1.1 Available courses: Internal 
4.1.1.1.1 He4she 
There is that programme now (He4She) but the problem is to get it right. What are the things 
that they need? (6). The first thing that they need to do is to ensure that they train their 
women leaders first. (6).  
They should not take it for granted that you are already at the top level but the thing is what 
have they done before they got them. Maybe nothing. So they should entrench all the values 
that they want in women leaders. (6) 
and then come up with a plan of how they roll it out the entire ladies (6).  
This is what they are going to do. But the thing is it going to be done properly. It should be 
done in a systematic manner, it should not be just be done (6). 
It comes from Head Office but we have adopted it locally as well. (6) 
The HR is assisting us. (6) 
We own it. That’s what they do when you are at the group then they should also localization 
of whatever you want. So that means we have to own it now it is not them anymore it is us 
now, we should take control. (6) 
The head of HC. They are both men. 
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4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.1 Available courses: Internal 
4.1.1.1.1 He4she continued… 
Yes there is a delay but eventually they will have to launch it, because what happened, is that 
7 ladies were identified to go across south and south central countries for that leadership and 
all other countries has launched it only us is dragging our feet to launch it. Head of HC has 
come into play; we are still trying negotiating with CE that we have to launch this because it is 
a group initiative. I was one of the ladies that went. We were seven ladies from the Bank1 
Lesotho. We went to Zambia, ……. And now we are going to Namibia and the graduation will 
be in Botswana. When we come back the expectation is that we will promote women, how do 
we capacitate them to get to a level where they are not hindered by anything in terms of their 
current growth. 
the main issues are that we are given books to read to understand the mistakes that we make 
Going through that programme we do also understand that culturally we are raised differently 
from men. Culture is still one of the issues we need to deal with. 
Six months and now we are in the 3rd month. 
About 40 ladies from the Bank1 Lesotho, the Bank1 level south and central. 
Pindi Nyandoro Pindi she is the original Chief Executive and the boss of the local CE. She is 
not part of L&D she is the sponsor. She is impressive as a role model for me. Then they also 
had a lecturer from Kenya talking dr Patricia Morugame, she co-ordinates it and also a 
consultant. So that is where the Bank1 realized that there are few women in leadership roles 
and how do we intentionally fill that capacity for future readiness 
So you expecting line to roll that out and that is where the wheel spinning is coming in. 
Hopefully we will be sorting it out soon. It will be awareness, someone from the global 
Leadership Centre - this is we are heading as the bank. 
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4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.1 Available courses: Internal 
4.1.1.1.1 He4she continued… 
It is awareness and then already since then we have identified the ongoing progress 
programme and measures will still be there what is expected from us. So as ambassadors the 
expectation is that once we are done we do not focus only on internal, we also do certain 
external activities like Woman and Business. How do we empower them in terms of financial 
perspective and then the other issue is how do we develop young girls into the industry. 
How do we empower them in terms of financial perspective 
then the other issue is how do we develop young girls into the industry. 
You have the capacity to develop young women – bringing from outside 
They have this thing called “Lioness” and I will introduce you. (7) 
4.1.1.1.2 Hein Consultancy from Cape Town 
The guy was Hein something from Hein Consultancy I think, he is a white South African male, 
so he came to do the leadership training. There were 3 components, leading self, leading 
others and leading the organisation. I was introduced to eq in the leading self. That was 
important as well. (7) 
4.1.1.1.3 Own development sessions 
Every Friday here at the bank, we have our own sessions (women) where we read books, we 
do our visions, we do our swot analysis etc. and then we can say where we are going in terms 
of our career. Where do we see ourselves in the medium to long term time. It is such sessions 
that will help in terms of helping others. Unfortunately, we still have to get approval from the 
company. We also have a book club and our issue is what kind of books do you read and 
why. Leadership books, financial books. Interaction with people in your inner circle can help a 
lot. At the moment I also have mutual mentorship - she helps me and I help her. (16) 
It helped being a mentor and a coach to my nieces and nephews. (16) 
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4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.1 Available courses: Internal 
4.1.1.1.3 Own development sessions continued… 
The other course was for the executives and about teamwork. How do work together as a 
team, how do we become a high performing team because at the moment everybody is 
pulling in different directions and now they are trying to teach us to learn from each other, to 
understand each other’s characters so that you can deliver collectively as a team and as an 
individual what are your strengths, weaknesses and how to improve yourself in a team 
setting. We have individual sessions as well as team sessions and then we have action plans 
out of that addressing the parts where we are challenged, so we have to have plans that we 
are going to address. External from ladies PWC from South Africa. I will send you the 
information. (15) 
What really stood out for me was Performance management for my staff. I have seven people 
I have to lead. How do you make sure the process of goalsetting is correct? All the way the 
whole value chain for PM is done an efficient manner. How to deal with non-performance 
(15)+ 
There is one that I am the champion of it’s called “Performance excellence” (11) 
then there is also one that I did that was more around design thinking and leadership. (11) 
I also did one called “Coaching for success”, where I learnt a lot about leading one self, 
leading others, leading the organisation (11)  
The bank is a very good trainer for staff; we get a lot of opportunities. We develop our staff 
managerially; develop them technically so there were a lot of opportunities for me and the 
other staff. We identify on the basis of skills gaps on the training we need to undertake (1).  
A couple of interventions, the first was offered through the employer. We went to leadership 
courses. I did a couple, so I was leading self, then others and the organisation (3) 
When I joined M, it was very difficult initially and then through conversations with my boss we 
ended up agreeing on a senior leadership development programme (4) 
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4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.1 Available courses: Internal 
4.1.1.1.3 Own development sessions continued… 
It’s a M1 learning development initiative for managers so other exco members from other 
African countries also participated but there is a quota per country each year. and the course 
is not about anything but self. So it was about me and realising some things about myself and 
how I relate with my colleagues and people reporting to me and understanding the position I 
am occupying and now the responsibilities of the company in relation to the position (4) 
When I first joined M I was not in a very good place, it came to a point where I had to go for 
counselling. On a Monday morning I did not want to get out of bed. Felt like I was drowning. 
There was an emptiness because I could not connect with the org. I had to come out myself 
and luckily the SLDP helped me to come out and meet the org at the place where I had to and 
now I love what I am doing and I enjoy my job. (4) 
An initiative with Prof at UCT. Leadership course with a difference. It was a spiritual journey 
into yourself (5) 
There was a course - a leadership development programme that we had here internally. I 
found that very good because of the self-reflection. You have these constructs and you are 
able to reflect how you are leading yourself. From leading yourself to leading others to be able 
to gauge where you are and to know that from here where do I move to. (8) 
In October this year I will be going on a course called Management Development. (11) 
I have been on one course that was held here, LMDP it was presented in-house but they 
brought in a consultant. It was a good course, you know there are certain things that you 
know as a person but when they are taught in a classroom setting and you see how they are 
linked to you conducting yourself at work, like your EQ and social skil+A18ls how you use 
them, what effect they can have on you, how you can differentiate between your social and 
work life. (12) 
Here at work we have a lot of workshops a lot of conferences that we attend. Leadership 
Management Programme was the best. (14) 
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4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.1 Available courses: Internal 
4.1.1.1.3 Own development sessions continued… 
Then there were 2 leadership courses that I attended one here at the Bank1, the other one 
was Essential Leadership. (15) 
So even now at the moment we are going through a leadership discovery but that one as a 
team the whole executive committee but also the process involves individuals. (15) 
So it is the group and personal leadership process as well. (15) 
It was local, but there was an external consultant, but I cannot remember their name. (15) 
In F I did for a year the L programme where I learnt a lot about myself and how I could align to 
the organisation (in SA) It was excellent. It helped me bridge the gap from managerial to 
leadership (17).  
SB exposed me to senior leadership programme at GLC. It was a three-month programme (3 
weeks) also excellent. It helped me to deal with the team. Hold the team accountability. 
Honed my LS ability (17). 
Another programme I was exposed to was …What I was working on was me as an exco 
member. I became aware of this habit of not blowing my own horn. For me it was being rude. 
I have to position myself better. I also learnt the ability to influence better. And managing 
upwards (17).  
I am also currently on Women Leadership programme, Launching in October. Four impactful 
sessions. Encouraged me to read books and realise my own weaknesses and to work on 
those (17) 
The bank is doing a lot to develop us (7) 
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4.1.1.2 Courses: External 
4.1.1.2.1 USB-Ed 
We call people for example the USB programme. So we call people to come into the bank. 
Sometimes we identify a general need like management skills, and then we will call 
somebody or even send somebody out (1) 
4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.2 Courses: External  
4.1.1.2.1 USB-Ed continued… 
I would say there are two. The USB one is the most recent (1) 
4.1.1.2.2 Macro Economic and Financial Institute 
But prior to that in that new responsibility that I assumed in the foreign exchange area we at 
the regional level then identified the management of foreign reserves and debt as a common 
weakness among the central banks. So then the governor’s agreed to set up an institute. It 
was called the Macro Economic and Financial Institute and a number of us were identified as 
chief staff that would be trained in debt and research management so we were trained with 
two purposes in mind initially to be better managers in our own areas but also to be regional 
experts (1) 
So that training even though I am a very shy person had to bring out in me public speaking, I 
had to make presentations, I had to co-facilitate workshops, I was prepared for that, so we 
went through a rigorous process of presentation skills all of those and then also on the 
technical side but it equipped me to be a better presenter and better speaker. It helped me. 
(1) 
we could be called upon to co-facilitate under the supervision of a senior expert. So that 
strengthened even on the technical side and the general ability to communicate, to listen, all 
of those issues. We were quite dominant in that programme. We were then called fellows, we 
were accredited fellows and we could be called upon in Zambia within your area of expertise, 
so it was an ongoing programme and it just got better (1). 
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4.1.1.2.3 MDP @ UOFS 
When my new boss came and I was then head of corporate services, he did a MDP with 
UOFS. SO I did the MDP (5).  
4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.2 Courses: External  
4.1.1.2.3 MDP @ UOFS continued… 
the second one it was about where the humility part of the game comes in. The contemporary 
management. That one was also at my MBA level. I was taught that in life you should know 
what is valuable. Prof Coetzee was a brilliant facilitator (6). Yes there was two. The one was 
organisational behaviour or organisational dynamics, or you can say a little bit of human 
psychology because it is more about where my character personality traits all that. I loved that 
one (6). 
4.1.1.2.4 UCT 
I am now doing an Executive Coaching course with UCT (5) 
4.1.1.2.5 Gibs 
I did a MDP at Gibs sponsored by the company. It was good not necessarily in the content I 
think it could have been better but just the exposure, you know when you realize just how little 
you know. (7). 
And then we had this session with this guy “changed management and design thinking” he is 
a consultant that is based in Johannesburg that was also life changing. Themba Chakela was 
the consultants’ name. It was very interesting and his delivery made it tops. (7) 
So all these things for me was about exposure, (7) 
they reinforced my passion for learning but made me realize how lazy I am about it and made 
me even more passionate. (7) 
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4.1.1.2.6 Church John Maxwell 
No, but where I go to church they hold LDP every second Wednesday of the month and I 
think that counts. The LDP are by John Maxwell and the church is called Word of Life and it 
has helped me a lot. My pastor is a Mentee of me and in the past he has attended John 
Maxwell’s school. (13) 
4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.2 Courses: External  
4.1.1.2.7 Toast Masters 
Most people are just not good presenters but if you are given the opportunity, even just 
attending a toast masters course. They would always be telling us we have all these fillers in 
our speech, most people actually don’t listen to themselves speak so I honestly think a 
combination of all of those will make a person more whole (1). 
4.1.1.2.8 MBA 
For me it was my MBA (4).  
So what I do when I don’t think I know, I go to school, l am forever studying so that I am sure 
of what I am doing and that I am doing it right. MDP then MBL (5) 
And through my MBA study it was more than education to me. The interaction and the 
syndicate helped in terms of leadership. (16) 
As part of the MBA Leadership. We had 3 lecturers. Also business simulation. (She can’t 
remember their names but will send it to you) (16) 
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4.1.1.2.9 Part of studies 
I studied public management which was quite a broad course in that it has a lot of 
components in it from project management to human resources to research. And I think the 
two that I picked up and stood out was project and human resources. As much as I hated it 
when I first started, I eventually learnt and developed a love for it with the realisation that I 
could learn anything else after that that I wanted to do. If I wanted to maybe specialize in 
project management could do that, if I wanted to specialize in Human Resources I could do 
that so it gave me an opportunity to take a broader look at things but importantly for me, it 
also gave me understanding of how it is that governments work because it really is about 
governance. So I decided I wanted to work in government but when I worked, there I found 
that they were not doing what they were supposed to be doing and that is where the 
frustration came in for me. It is more of a power struggle than anything else. (11) 
4.1 Valuable Interventions already in place 
4.1.1 Courses and Interventions 
4.1.1.3 It is a mix of interventions, really… 
A combination really, it could be on the job training, in house training attendance of short 
courses even the long programmes. Each would in one way or another contribute to 
developing a person to make them better where you had to present. Most people are just not 
good presenters but if you are given the opportunity, even just attending a toast masters 
course. They would always be telling us we have all these fillers in our speech, most people 
actually don’t listen to themselves speak so I honestly think a combination of all of those will 
make a person more whole (1). 
4.2 What organisations are doing to support and develop women in management in 
LFS 
In Lesotho’s financial sector there is nothing that prevent women from moving into executive 
leadership positions – to break the glass ceiling (8).  
Male or female you can compete equally for the position of CEO as long as you meet the 
requirements….we have the same opportunities (10). 
I have never experienced it (women being treated differently) at work (12). 
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My needs are met in a lot of ways. I have free reign about the decisions that I make in the 
department that I am running. Of course, I will do consultations but for the most part as the 
person that has been given the responsibility and accountability for this unit, I will be able to 
do things as I think they should be done. I will definitely need authorization from my boss, but 
she will allow me to be innovative about how I think we should do things, any improvements 
as long as I have my facts presented. It is also the issue of relationships with other 
departments, I also have free reign. I recently had an issue with compliance, but I had full 
control (11).  
I love to get stuck in and I have been employed by an employer who has really allowed me to 
get stuck into things. So the more complex the projects became, the more I felt like I had the 
confidence to actually push ahead and lead these initiatives (3). 
4.2 What organisations are doing to support and develop women in management in 
LFS 
There is some understanding as the organisation continues to see that women have more 
responsibilities. At some point women have to go for maternity leave and that means that if 
she is on a programme that is continuing then there is a pause somewhere. Maternity leave 
and the six months after are well taken care of because it is in the policy (2). 
(Our organisation) is a very good trainer of staff; we get a lot of opportunities. We develop our 
staff managerially; develop them technically. So there were a lot of opportunities for me and 
the other staff. We identify on the basis of skills gaps the training we need to undertake. If you 
look at the way we try to capacitate the heads of department, I will say with the experience 
that they have had, given the opportunity they could also assume those senior positions. They 
have been well trained they have been put through the steps. Exposure, workshops, meeting 
with peers. (Our organisation) is very good at allowing us to visit other (organisations) in the 
area where we do the same kind of work just to go and learn from the experiences of others 
(1). 
They try to give us training, leadership courses. We also had the opportunity to request where 
we think there is a need and you don’t have the appropriate skill to be able to do your job 
(11). 
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We have a programme where we groom our middle management for leadership positions for 
the future (4). 
When I first joined the company, I was not in a very good place. It came to a point where I had 
to go for counselling. On a Monday morning I did not want to get out of bed. It felt like I was 
drowning. There was an emptiness because I could not connect with the organisation. I had 
to come out myself and luckily the SLDP (Senior Leadership Development Programme) 
helped me to come out and meet the organisation at the place where I had to and now, I love 
what I am doing…. (4). 
So as long as you meet those qualifications and experience and your performance meets the 
set criteria. (There is a percentage level because we have a performance appraisal system). 
So as long as you meet that (the criteria) as a woman you can be promoted (1). 
It is not an issue for the organisation because we are given a 50/50 chance. If you have the 
same qualifications, you can compete in an interview with a man (2). 
4.2 What organisations are doing to support and develop women in management in 
LFS continued… 
I would say that women are empowered to some degree here in our organisation. I do feel 
that I am part of an organisation that actually supports that kind of women empowerment. 
Where there is potential, we recognise that potential and we make sure that we grow it (4).  
I think the gender thing is not as pronounced. The executive of (our organisation) is quite 
balanced. They are quite active about promoting women (7).  
I work for an employer of choice who is accommodating. We all have equal opportunities and 
the structures in place that allow me to cope i.e. no leave required to go to clinic days (8). 
I suppose the company embraces women. As you can see, we have female leaders and with 
time they have really tried to balance it out (11).  
We raise our staff in (our organisation) giving them the same equal opportunities they would 
be exposed to the same programmes in terms of whatever skills they need. So, we don’t pay 
particular attention to a woman saying (she) need(s) to do that programme not that one (1). 
I do not work in an environment that is (focused) exclusively on women (13).  
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So, it is good that they understand the challenges we face. It is not so bad anymore and with 
the younger generation coming into the company there is more negotiation. I really don’t think 
gender is much of an issue now (11). 
 I can’t really say women because it just depends on where you are if there is any 
development initiative. They (the organisation) do not focus on women specifically (12). 
4.3 What organisations can do more of to develop and support women in management 
in LFS 
I would need involvement, because if you are not involved how else are you going to be 
aware of what is being done in the organisation and what it takes from you to be a CEO? 
Treat women similar to men and involve them. Because how are you ever going to work on 
something if you are not given the opportunity (13). 
(Job) interviews should be gender equal (8). 
4.3 What organisations can do more of to develop and support women in management 
in LFS continued… 
I think the starting point is that we are all human beings beyond gender roles and qualities, 
and we should look at ourselves like that before we look at ourselves as men or women. I do 
not find the relevance of gender at work. I think we need to devalue the importance that 
culture has given to gender (13). 
Let’s say in my position there are two of us and we have work to do. Don’t automatically give 
the more difficult task to the man to do. Our tasks should be the same so that you can see 
what he can do you also can. So, you must give the women equal opportunities (12). 
To be given that opportunity to present yourself so that you can have that experience – that is 
what I need (10). 
Coupled with that would be intensive and intentional training because if the CEO is not 
training you, is not demanding certain outputs, you will never really know if you can do it (13). 
I need context in the sense that I need information. I need to know why I am doing something, 
if somebody just comes and asks you a very direct question that does not give you context it 
makes it very difficult to even pass it on, to do a good job (7). 
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Because I literally sat here by myself not knowing where to get the strategy from. So, I would 
go to my boss and he would say he would share it with me but of course he is too busy. So, I 
had to go out to other branches by myself and get the information, introduce myself to them. It 
felt as though I dived into this ocean and I was drowning. But it took a while. In hindsight it 
was good for me. I am at a good place now. But for other people I hope they will get the 
support (4). 
So I think they should empower their women leaders (6). 
Also support from the top. Support that gives you authority (7). 
Try to understand what my background is. If you are going to lead and guide me in the right 
direction, you need to understand my background (11).  
4.3 What organisations can do more of to develop and support women in management 
in LFS continued… 
They (the organisation) may understand but they do not accept it directly. It is documented 
that we are provided like this and like that…. But I don’t think it is very easy when we don’t 
have policies that would include women in such form. I think we need more policies like that. 
When you are looking at these things you will find that in some countries there are better 
facilities like for instance baby day care centers in the company building. But hopefully we can 
influence these policies to provide better facilities (2). 
When I was a new mother I needed to breastfeed and according to the company code you get 
one hour but you will find that literally you do not have that time because of work. One other 
thing that I have noticed is that when you go on leave nobody takes over, some functions yes 
but that’s not all, so it just piles up and when you get back you feel as if you should not have 
gone. The company introduced flexi hours because of the traffic jam we are experiencing in 
Maseru. But it is not working for us as we are working under deadlines and meetings and if a 
meeting is set at 7 am you have to be there, even if you wanted to come at 9 am because of 
the traffic. Personally working from home does not work for me, because when you are home 
you have to take care of things at home and you don’t get time for work, so it is better to come 
to the office even on weekends when there is nobody to bother you (10). 
I think women’s needs are so much wider. We need flexibility. If you have flexibility, working 
from home, flexible hours you have a better chance (7).  
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Money, the money issue…. I think I have realised men do get paid more maybe because they 
are more open to asking (7). 
We are definitely not paid the same (as men) for the same type of work that we do. I have 
tried to compare somebody in a position that I am in a different (organisation) that is male, 
and they earn like ten thousand rand upwards in excess of what I earn (3).  
 
